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Abstract
Objective: This thesis will explore and test whether eonceptualization of emotive differences 
in transactional (T) and relational (R) psychological contract types can be supported 
empirically whilst also exploring how employee’s perceptions of their relationship with the 
organization are linked to their experiences of emotion in the workplace.
Background: Definitions of T and R contracts differ in terms of their 'focus*. T contracts are 
described as having an economic focus, whilst R contracts are described as having both an 
economic and emotional focus. This presumed emotive difference between the contracts has 
not, as yet been empirically tested. Additionally, much of the literature has focussed on 
emotion as a reaction to an event within the workplace.
Method: Qualitative diaries (n=20) were used in an exploratory, theory building study of the 
links between contract type and emotion tone over a 10 day period. Quantitative diaries 
(n=104) were used to test the relationships elicited from Study One, again over a 10-day 
period. Qualitative interviews (n=30) were used to gain an in-depth understanding of the 
processes involved in the proposed links from the two previous studies. Quantitative surveys 
were completed (n=413) to test the hypotheses developed from the three previous studies. 
Results: Current conceptualization of emotion within T and R contracts was not supported. 
Emotion was linked to both contract types, but differed in specific valence; R contracts were 
linked to positive emotional experiences, whereas T contracts were linked to negative 
emotional experiences. Contract type and the associated emotion influenced perceptions of 
experiencing certain events, the emotion employees attended to, and the emotions that were 
actively managed.
Conclusion: Enhancing knowledge of the link between emotion and psychological contracts 
can only be done once the role of emotion is more clearly understood at a conceptual level.
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Thesis overview
Introduction
The purpose of this thesis was to more explicitly integrate emotion with cognition in 
the conceptualization of psychological contracts. The primary aim of this thesis was to; 
empirically explore the emotive differences implied in current conceptualization of 
psychological contract types. To address this aim, the focus of the thesis was; whether the 
type of psychological contract an employee perceived they held with their organization was 
linked to their experience of emotion in the workplace. A second aim of the thesis was to 
capture this evidence through underutilised, but much hailed, methodological approaches; 
such as longitudinal daily diaries and qualitative methods of data collection. The 
contributions of this thesis to the psychological contract literature are of both a theoretical 
and methodological nature.
Current conceptualization of transactional and relational psychological contracts 
implies emotive differences between the two contract types (Rousseau, 1995); more 
specifically, the implication is that relational psychological contracts are bound up with 
emotion, whereas transactional psychological contracts are relatively void of emotion. This 
theoretical conceptualization of transactional and relational psychological contracts is one 
that has been accepted by researchers since its inception despite never having been 
empirically tested. Increased attention in the literature surrounding emotion within the 
psychological contract and the emphasis of understanding their relationship to a greater 
extent than we do at present bought this emotional distinction to the fore. The result of which
V
is the current thesis - an empirical exploration of the proposed emotional distinctions in 
contract type conceptualization.
Thus, the questions that formed the focus of the current thesis were:
> Can current conceptualization of emotive differences in transactional and relational 
psychological contracts be supported empirically?
> Are employees perceptions of their relationship with the organization linked to their 
experience of emotion?
Epistemological framework
The epistemological perspective taken in the current thesis was that of critical realism, 
a perspective which combines the positions of constructionism and realism (Sims-Schouten, 
Riley, & Willig, 2007), thus acknowledging that both the innate psychological mechanisms 
and wider social mechanisms combine to influence peoples actions (Bhaskar, 1989a, 1989b). 
An important focus of critical realism is that of'tendencies': in a deviation from a rigid 
determinist perspective, the focus of research taking a critical realist perspective is on 
developing an "understanding and explanation of those tendencies" (Houston, 2001, p. 850). 
As such, the critical realist perspective fit with the objectives of the current research: to 
empirically test the conceptualization of emotion within different contract types, whilst also 
seeking to understand how emotion is experienced and made sense of by employees in 
relation to these contract types. A more detailed discussion of the epistemological perspective 
taken in the current thesis can be found in Chapter Four.
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Chapter overviews
In addressing the proposed questions it was important to review three specific areas of 
the literature. Firstly the psychological contract literature, the focus being the 
conceptualizations made within that literature that would contribute to our understanding of 
how and where emotion plays a role in the relationship. Secondly the emotion literature: the 
importance of emotion in our understanding of employees in the workplace and how 
emotions are currently understood. Finally, the combination of psychological contract and 
emotion literature: what we currently know about psychological contracts and emotion and 
how this understanding can be developed through answering the proposed questions. An 
overview of each of these Chapters, and the study Chapters that evolved from these are 
outlined below.
Chapter One outlines the theoretical framework of the thesis: psychological contracts. 
The Chapter details the history of the psychological contract and how this contract has come 
to be understood in a contemporary work context. Several key components of the 
psychological contract are discussed, such as; beliefs, mutuality, and reciprocity. So too are 
the debates surrounding the psychological contract such as; who holds a psychological 
contract, different psychological contract types, and what makes up the contents of the 
psychological contract. The chapter also outlines the process oriented nature of psychological 
contracts and the research that has been carried out surrounding the fulfilment, breach, and 
violation of psychological contracts.
Chapter Two outlines the concept of emotion and the difficulties in coming to an
agreement of a universal definition. This Chapter focuses on our understanding of how
emotion in the workplace has developed over time and how employees react to and act upon
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their emotion. The literature included in this Chapter has been tailored around the current 
thesis and the elements of emotion in the workplace that are important to our understanding 
of psychological contracts.
Chapter Three combines the previous two Chapters to discuss both emotion and 
psychological contracts. In particular the Chapter focuses on how these concepts are 
understood, and have been researched alongside one another within the workplace. The 
Chapter outlines how both emotion and psychological contracts are processual in nature and 
how emotion is implicit within our understanding of psychological contracts. The Chapter 
also details the dominance in the literature of emotion being studied as a reaction to a specific 
event, most notably a negative event such as a breach of contract. The theoretical gaps in the 
literature surrounding an understanding of emotion at a conceptual level are detailed in this 
Chapter, focussing on the gaps that the current thesis will be addressing. These gaps 
specifically are: the conceptualization of emotion within different forms of the contractual 
relationship and how relationship type and the emotional experience of employees are linked. 
The Chapter also outlines the methodological gaps in the literature. Focus is firstly on the 
common methodological approaches to psychological contracts and emotion, turning then to 
the potential for more emphasis to be put on process oriented data collection, such as daily 
diaries, and also qualitative methods. Concluding with the focus of the first study to be 
carried out within the thesis and the gaps in the literature it aims to address.
Chapter Four details the epistemological framework of the thesis. The Chapter 
begins with an explanation of critical realism and how it is positioned within the 
epistemological literature. It then moves on to detail why the current thesis takes this 
epistemological standpoint, linking it to the objectives of the thesis as a whole.
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Chapter Five contains the first study of the thesis, which was entirely exploratory and 
thus theory building in nature. The aim being to qualitatively explore whether there was a 
relationship between emotion valence (positive or negative) and psychological contract type 
(relationships being perceived as more relational or transactional in terms). Looking also at 
how any links that were found played out over time. Qualitative daily diaries with scale based 
and open-ended emotion questions and open-ended psychological contract based questions 
were carried out over a 10-day period. The diaries were analysed using Thematic Analysis. 
The study findings proposed: a link between contract perceptions (relational or transactional) 
and the emotion that was experienced (positive or negative). More specifically a link emerged 
between positive emotion and perceptions of a more relational (positive tone) psychological 
contract, and also between negative emotion and a more transactional (negative tone) 
psychological contract. Mixed emotion was expressed in mixed feelings about the substantive 
perceptions of psychological contract type, and for two participants in particular, their 
negative psychological contract perceptions or emotion were made sense of in a way that 
enabled them to constructively cope. Most often this was through the increase of personal 
control over a different aspect of their working life. This study was the first to put into 
question the conceptualization that certain contract types, i.e. transactional psychological 
contracts, were void of emotion. It also highlighted a potentially crucial link between 
relationship type perceptions and the tone of one’s work-related emotion.
Chapter Six details the second study of the thesis, which builds on the first. The aim 
of this study was to quantitatively explore the links between psychological contract type and 
emotion valence as implicated in Chapter Five. That being: a potential link between relational 
contracts with positive emotion and transactional contracts with negative emotion. In addition 
to this, the study also aimed to investigate how this relationship was linked to causal
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attributions (particularly control) given the importance of this in particularly negative 
perceptions in Chapter Five. Again, how these relationships play out over time was also 
addressed. Quantitative daily diaries with multiple scales (emotion, psychological contract, 
and causal attribution) were carried out over a 10-day period. ANOVAs were carried out to 
initially examine the daily variation of the variables, whilst correlations and regressions were 
carried out to explore the relationships between the variables.
Firstly, minimal variation was found in the ANOVAs, suggesting that there was no 
significant basis to carry out time-lagged analysis on the data. The data were collapsed and 
means were used for the remainder of the analyses. Correlation analyses suggested some 
specific links between the type of psychological contract perceived and the valence of 
emotion. Positive emotion was more strongly correlated with relational psychological 
contracts and negative emotion more strongly correlated with transactional contracts. 
Regression analyses showed that transactional psychological contracts were predictive of the 
experience of more negative emotion, and relational contracts were more predictive of the 
experience of more positive emotion. Causal attributions of the working environment showed 
mixed findings in the correlation analyses. As a result of these mixed findings, causal 
attributions were not included in any further studies within the thesis. This study supports the 
exploratory findings of the previous study, again calling into question the conceptualisation 
of transactional contracts as being relatively void of emotion. This study contends that in fact 
both relational and transactional psychological contracts are bound up with emotion; however 
the specific emotion that they are bound up with differs.
Chapter Seven outlines the third study in the thesis. The findings from the studies in 
Chapters Five and Six proposed an important link between perceived psychological contract
type and the valence of the emotion experieneed by employees. The aim of this study was to 
deepen understanding of the two previous studies by exploring the processes involved in this 
proposed link. Through the application of sensemaking theory, the study aimed to address 
questions sueh as how, and why are perceptions of psychological contract type used as a lens 
through which employees make sense of their emotion. To offer some context to the 
discussions of relationship type and emotional experience, two specific events that can occur 
within the employment relationship were included in the study as critical incidents - a 
perceived broken and exceeded promise. Qualitative interviews were carried out and the 
critical incident technique was used to evoke particularly significant and emotional memories 
for the participants. As with Study One, analysis of the data was carried out using Thematic 
Analysis. A conclusion to be made from the study was that the type of relationship an 
employee perceived they had with their employer (transactional or relational) was linked to 
the way in which they made sense of multiple aspects of their emotion. Firstly, the emotion 
linked to the experience of a broken or exceeded promise differed in relation on the type of 
relationship perceived with the organization. Secondly, the emotion an employee was aware 
of and the emotion they chose to actively manage were also linked to the type of relationship 
held with the organization.
This study both supports and extends the findings from the two previous studies. In 
support of the studies in Chapters Five and Six; the type of relationship perceived to be held 
with the organization was crucial to the emotional experiences of an employee. In extending 
these findings there was also the implication that the emotion bound up with perceptions of a 
broken or exceeded promise was linked to the type of relationship perceived with the 
organization. The outcomes of these three studies combined point towards empirically testing 
the links between emotion and psychological contract type; namely that of positive emotion
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being linked with relational psychological contracts, and negative emotion with transactional 
psychological contracts. In addition the findings also point towards a potential mediating 
effect of contract type and the associated emotion in the perceptual experience of a promise.
Chapter Eight outlines the fourth and final study of this thesis. The purpose of this
study was twofold: firstly it aimed to test the hypotheses generated from the first three studies
which put current conceptualization of emotion in transactional and relational contract types
into question. Secondly, it aimed to test the hypothesis that contract type and the proposed
associated emotion acted to influence experiences in the workplace - namely the experience
of a promise. Online survey measures were used in which participants were asked about their
employment relationship (determining perceptions of psychological contract type), their
emotion and affect levels (determining emotional experience) and also their perception of
promises made by their organization (determining experience of broken and exceeded
promises). Structural equation modelling (SEM) was used to test the proposed relationship
between psychological contract type, emotion experience, and experience of a promise. It
was hypothesised that contract type would indirectly influence experience of a promise
through emotion. Thus the hypothesised models were: relational contract type would lead to
more positive emotion being experienced, which would subsequently influence experience of
broken and exceeded promises. Transactional contracts were hypothesised to lead to more
negative emotion being experienced, which would subsequently influence the experience of
broken and exceeded promises. The hypothesised models were partly supported, in that
contract type did influence the emotion that was expected (relational with positive emotion
and transactional with negative emotion). However, broken promises were not found to be
influenced by either contract type. Only exceeded promises were influenced by contract type
and emotion experience. Relational contracts and positive emotion resulted in an increase in
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exceeded promises being perceived, whereas transaetional contracts and negative emotion 
resulted in a decrease in exceeded promises being perceived.
This study offers support to the previous three studies in that employees who perceive 
certain contract types are more likely to experience a certain valence of emotion. As sueh this 
study offers further empirical evidence that current conceptualization of emotion in 
transactional and relational contract types needs revisiting. An extension in understanding 
offered by this study also comes in the finding that emotion should not only be implicated 
within the psychological contract as a reaction to a specific event. The current study proposes 
the possibility that contract type and the associated emotion mediate employees’ perceptions 
about certain work related events and experiences.
Chapter Nine contains the general discussion of the thesis. This Chapter starts first 
with an overview of the findings from each of the studies before discussing the findings in 
relation to previous literature, and the potential research directions that could be taken on the 
basis of the current thesis findings.
Summary
The development of each study, both in terms of focus and methodological approach, 
built upon the findings from the previous study/studies; the aim of each being to support the 
previous outcome but also to extend knowledge and understanding. The result of which was 
an exploratory mixed methods approach being taken, giving rise to a holistic understanding 
of the link between psychological contract type and employees experience of emotion. The 
main contribution of this thesis was theoretical - questioning and empirically testing 
psychological contract type conceptualization. Most notably the thesis proposes that the
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importance of emotion within psychological contract type, at a conceptual level needs to be 
re-evaluated. A re-evaluation which affords more explicit acknowledgement and 
understanding of how contract type conceptualization includes emotion, will offer researchers 
clearer foundation with which to develop an understanding of how and where emotion plays a 
role in psychological contracting. Focus will now turn to the literature used to form the 
foundation of the current thesis, starting with a literature review of psychological contracts.
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Chapter One: 
1. Theoretical framework: Psychological contracts
1.1 Introduction
For organizations and workers to funetion successfully, an understanding 
of how eontracts work is critical (Rousseau, 1995, p. 22).
Psychological contracts are the specific linking of an employee (the individual) with their 
employer (the organization) (Nieholson & Johns, 1985). Over fifty years on from the original 
coining of the term 'psyehologieal contraef (Argyris, 1960) and several special journal 
editions later (including those in European Journal o f Work Psychology 1996, and Journal o f 
Organizational Behavior 1998, 2003, virtual issue 2012) interest in the topic is far from 
waning. As proposed by Rousseau (1995), understanding of how the psyehological contract 
works is critical to understanding how employees and employers funetion alongside each 
other, perhaps never more so than in periods of change and uncertainty; a reality that many 
workers are currently faeing in the current economic situation. But what is it about 
psychological contract theory that makes it so appealing to researchers of the employment 
relationship?
1.1.1 Why the psychological contract?
Psychologieal contracts gained, and maintained sueh popularity amongst researchers 
as a lens through which to explore the employment relationship for many reasons. Several of
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these reasons are succinctly outlined by Conway and Briner (2009). Perhaps most 
significantly is the unique contribution the psyehological contract brings to our understanding 
of employees and their relationship perceptions. One example of this unique contribution is 
through an emphasis on process and the active renegotiation of terms by the parties to the 
contract. By acknowledging process, psychological contract theory sets itself apart from 
attitude based, or cause and effect descriptions of the employment relationship. It has also 
distinguished itself from other social exchange processes, for instance organizational support 
and equity theories through the inclusion of specific contract experiences, such as contract 
breach and violation perceptions.
Psyehologieal contracts have also maintained their appeal to researchers through the 
various findings implicating them as consequential to the attitudes and behaviours of 
employees. Psyehologieal contracts have, for example, been sueeessfully applied to the 
understanding of job performance, organizational citizenship behaviours, and absenteeism 
amongst numerous others (Bal, Chiaburu, & Jansen, 2010; Decry, Iverson, & Walsh, 2006). 
Importantly, these attitudes and behaviours have also been understood within various change 
contexts, sueh as downsizing and the increased use of contractors (Feldheim, 2007; Guest,
2004) which has been a reality for many organizations and employees for a number of years 
(Conway & Briner, 2009).
Psyehologieal contraet theory thus offers researchers of the employment relationship a 
unique approach which can be used to understand the attitudes and behaviours of employees. 
This Chapter will outline the history of the psychological contract research and how it 
developed into the contemporary understanding we now have, along with the key elements 
that make up the contract. It will also discuss in more detail the process nature of
psychological contracting and how breach, violation, and fulfilment perceptions have been 
researched within the workplace. The implication of emotion with the conceptualisation of 
psyehologieal contracts will be addressed throughout the Chapter to highlight the current 
gaps in the literature and the motivation behind this thesis. The speeifie links between 
psychological contracts and emotion is addressed throughout this Chapter, and in more depth 
in Chapter Three.
1.2 History of the psychological contract
Interpersonal relationships in the workplace are a fundamental and relatively 
inescapable component of an individual’s working life (Jahoda, 1982). The frequency with 
which one internets with others in the workplaee is for some rivalled only by their familial 
relationships (Reieh & Hershcovis, 2010), highlighting the importance of researching and 
understanding what happens within these working relationships. The interpersonal 
relationship of interest here is a specific micro concept known as the psychological contract 
(Coyle-Shapiro & Shore, 2007), which pertains to a set of beliefs one party holds surrounding 
the implied, or explicit commitments made by the other party in the exchange (Rousseau, 
2011).
Acknowledgement of an exchange relationship between employees and employers 
ean be found in writing as early as the 1930s. Barnard’s (1938) Theory of Equilibrium 
suggested the need for cooperation between an organization and its employees. Importantly, 
Barnard (1938, p. 141) proposed that this eooperation would only become evident should the 
organization offer adequate incentives, be those material or non-material indueements, or to 
change ‘states of mind’. Barnard contended that by addressing the attitudes of an employee, 
an organization would be likely to make the incentives they have on offer more appealing.
Early writings, such as these by Barnard and others (March & Simon, 1958; 
Menninger, 1958), sought to highlight that relationships between employees and employers 
are important to the running, and success of a business. They also set the path in the direction 
of writings that followed into understanding and explaining relationship exchanges. What 
came to be acknowledged during the advancement of understanding these exchanges within 
the organization was that the impact of these exchanges is not only of fundamental 
importance to the organization, but also to the employee.
Coining of the term ‘psychological contract’, and the first to apply the concept of the 
contraet to the workplace has been credited to Argyris (1960) when he described the 
‘psychological work contract’ (p. 96) between factory workers and their foremen. Emphasis 
here was on the implicit and informal nature of the relationship, focussing on the idea that 
each party in this relationship (the employee and employer) has needs and that this 
'psychological work contract' allowed each other's needs to be met. Developments in the 
definition of the psychological contract followed in fairly quick succession. The first of note 
being its expansion to include the idea of mutual expectations between two parties that 
govern their relationship, despite the potential for one party to be unaware of sueh 
expectations (Levinson, Price, Munden, & Solley, 1962). Like Argyris (1960), Levinson et al. 
(1962) also emphasised the needs of the individuals and how the exchange relationship 
allows the needs of each party to be met.
Where Levinson et al. (1962) departed from the previous eoneeptualization is in a 
focus on reciprocation, viewed as the process of fulfilling the eontract. Reciprocation 
between both parties was described as being positive for the relationship, not only in terms of 
work but also in terms of well-being. What this approach served to do was reintegrate the
non-cognitive components back into the cognitive components. This approach thus offered a 
more holistic understanding of the individual who was a party to the relationship by taking a 
cognitive and non-cognitive approach. Later developments of the psychological contract have 
re-directed the focus back to the more cognitive elements of the exchange relationship - 
something that the current thesis aims to redress.
The second key development in the early psychological contract literature which 
draws upon the definitions of both Argyris (1960) and Levinson et al. (1962), was that of 
Schein (1965). Schein again highlights the importance of expectations between the employee 
and employer, although placing far more of the emphasis in this definition with the employer. 
The influence of the organization on the psyehologieal contract, for example; was through the 
organizational culture, and one of the ways in which he felt different types of contracts could 
develop. There was for example a focus on the Theory X and Theory Y assumptions of 
McGregor (1960). These theories propose different levels of employee motivation from the 
perspective of the employer. In Theory X for example managers are said to assume an 
inherent laziness and lack of motivation in employees. This results in a high level of 
management supervision and control over the employees. In Theory Y on the other hand, 
managers assume a high level of motivation and ambition in their employees, affording them 
some personal control over their working lives. Hence, the management practices and 
organizational cultures arising from these assumptions could potentially result in employees 
adopting them within their relationship perceptions.
Different definitions of this contract that emerged between the 1960s and the late 
1980s were often a culmination of thoughts surrounding the implicit nature of employment 
exchanges (Millward & Brewerton, 1999). A reconceptualization of the contractual
definition, that gave rise to a more consistent and quantifiable definition was made by 
Rousseau (1989). This definition highlighted the importance of the reciprocal nature of the 
exchange (much like that of Levinson et al. 1962), along with the promissory based 
exchanges that occur in the employment relationship; acting to bind together the two parties 
in the exchange. Rousseau's (1995) reconceptualization of the psychologieal contraet, along 
with her later works highlighted the importance of psychological contracts within broader 
contexts in the workplaee, sueh as organizational goals. The implication was that contracts 
could be important in the motivation and development of both the organization and the 
individual. Development of the psychological contract into a construct saw it become the 
foundation of theories and empirical research, generating the platform for the way in which 
we now conceptualize and understand the psychologieal contract (Rousseau, 2011).
1.2.1 Rousseau's reconceptualization
There are several components of Rousseau's reeonceptualization of the psychological 
contract that depart from the previous conceptualizations, and which reflect many of the key 
components we associate with psychological contracting today. Early definitions used the 
term 'psychological contract' to describe the relationship between employee and employer. 
The move away from this understanding saw the psyehological contract become the 
relationship between an employee and employer.
A significant move away from early definitions relates to who holds a psyehological 
contract. Psychological contracts here are regarded as idiosyncratic; they "exist in the eye of 
the beholder" (Rousseau, 1995, p. 6). Although the contraet ean be shaped, in part by the 
organization, through culture and processes for example, they are ultimately a creation of the 
individual’s beliefs and perceptions. The extent to which a contract is seen as idiosyncratic
and held only by the employee however, is a current cause of debate amongst researchers (a 
discussion of this issue can be found in the 'Debates in the literature' section of this Chapter). 
There was also an explicit move away from the idea of expectations, and towards promises. 
Previous understanding implicated an obligatory nature to the contract in terms of what was 
expected of both parties (Levinson et ah, 1962). Rousseau (1989), on the other hand, placed 
the emphasis on a promise being made between the parties of the exchange which would 
result in an obligation to carry out this promise. It was this focus on promises, an observable 
aspect of the contractual relationship which elevated this conceptualization into something 
that could be more easily quantifiable, and thus researchable. In making the psychological 
contract more quantifiable however, the research focus was redirected towards the more 
cognitive elements of the contract and away from the non-cognitive elements introduced by 
Levinson (1962). Although non-cognitive elements, such as emotion, remained within the 
reconceptualization of psychological contracts, they remained largely implicit.
The focus on basic needs being the driving force behind development of a contract 
(Argyris, 1960; Levinson et ah, 1962) was another area that the reconceptualization departed 
fi’om previous understanding. Rather than needs, Rousseau (1989) asserts that a contract is 
formed on the basis of repeated behaviours and patterns of behaviour from both the employee 
and employer. These behaviours can be observable, such as written or verbally made 
promises between the parties, or they can be a product of the employee’s perception from 
promises that are implicit. The last significant deviation from previous conceptualizations 
was in the idea of contract violation. Violation here was taken to mean that the employee 
perceived that the organization had failed in responding to their contribution in a way they 
thought would be reasonable, and was seen as the fundamental link between the relationship 
(the psychological contract) and work related outcomes. This conceptualization of
psychological contract violation has since been redeveloped, being accepted as the 
'emotional' component of the psychological contract. Particularly as a response to 
psychological contract breach (Morrison & Robinson, 1997).
In reconceptualizing the psychological contract, Rousseau redefined how 
psychological contracts were understood. Her work resulted in the psychological contract 
concept to go from being a rather vague description of the implicit nature of the relationship 
between an employee and their employer, to having a more directed focus on the perceptions 
of the employee. How, for example, the employee perceived their relationship with their 
organization, and ultimately how this might impact upon their behaviours in the workplace, 
opening up opportunities to explore the idiosyncrasies of employees psychological contracts.
From the historical developments of psychological contracts to their 
reconceptualization and more modem understandings, it is evident that the roots of the 
psychological contract rest firmly within the humanistic movement (Bugental, 1964). 
Employees are, for example, consciously aware of themselves and others within the 
employment relationship and the obligations they have to one another. There is also evidence 
of employees attempting to seek both meaning and value in the work relationship through 
perceiving promises as an indication of future intent. Seeking to find meaning within the 
relationship also resonates with sensemaking theory (Weick, 1995); an important theoretical 
concept in modern research attempts to better appreciate how individuals use and understand 
the information they perceive within the relationship.
1.3 Basic contract types
Rousseau (1995) distinguished psychological contracts from other contracts which 
could influence behaviour within organizations. These contracts are based on two 
dimensions: level (at the individual or the group level) and perspective (from within the 
organization or from outside the organization). These other contract types are: social, 
normative, and implied contracts; each offering a different perspective from which the 
individual can understand the organization. In understanding an employee's psychological 
contract it is thus important to acknowledge the context within which it exists and the 
influences that other contract forms could be having, on both perceptions and behaviours.
Level
Individual Group
Perspective Psychological
Within -Beliefs held by the individual
-Based on promises (made, accepted, 
and relied upon)
-Between two parties (manager/ 
organization etc.)
Normative 
-The shared psychological contract 
-Common beliefs are held between 
a social group/organization etc.
Outside Implied Social
-Third party interpretations -Society based beliefs in obligations
about contract terms -More broad beliefs - based on society's
-Can be potential employees/ culture
witnesses etc
Figure 1. Basic types of contract based on level and perspective, adapted from Rousseau 
(1995), p. 9.
1.3.1 Outside o f  the organization
Both social and implied contracts are held at a broader level. They are not isolated from the 
contracts within the organization as they will serve to influence them in many ways, such as 
the cultural beliefs of a society; however their perspective is formed from outside of the 
organization. Social contracts reflect the values of society at large; they are the shared beliefs 
pertaining to the behaviours seen as appropriate within a society. Although social contracts 
are not based on promises they can be used to contextualize and influence the interpretations 
that are made of those promises. The beliefs made at the societal level surrounding 
appropriate behaviours ean influence the beliefs, or the public image that an individual has of 
an organization: their implied contract. Implied contracts represent the inferences that a third 
party, an outsider to the organization, makes about the contracts that exist between employees 
and employers within an organization.
1.3.2 Within the organization
Within the organization itself employees ean hold two different contracts; normative 
eontraets and psychological contracts. Normative contracts are the shared beliefs within an 
organization, or situation where there are specific 'insiders'. A normative contract is 
particularly evident where members of the organization strongly identify with other members. 
There are elements of Social Learning Theory (Bandura, 1986) evident within a normative 
contract, particularly that of vicarious learning. Employees behave in certain ways because 
others who share the same contract as them behave that way. A normative contract can be 
held alongside a psychological contract, offering a shared understanding of the employment 
relationship in addition to the idiosyncratic relationship that is held.
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1.4 Social exchange theory
Aspects of psychological contract theory resonates with other theories, but none so 
closely as social exchange theory (Blau, 1964; Gouldner, 1960). Social exchange theory was 
developed alongside, but initially not in relation to psychological contract theory. 
Nevertheless, social exchange theory is now regarded as one of the key conceptual paradigms 
that influences the way we understand behaviour in the workplace (Cropanzano & Mitchell,
2005). The focus of the theory is on obligations (Emerson, 1976) and interactions that are 
interdependent on the actions of another person (Blau, 1964). It is suggested that the 
motivation of an individual to maintain a relationship is when they can see that the effort they 
are expending into the relationship (in terms of time and effort for example) is satisfactorily 
rewarded (such as; actual rewards, or a sense of belonging within the relationship context) by 
the other party (Reich & Hershcovis, 2010). This reciprocal component of the relationship 
(Gouldner, 1960) is thought to build over time. The more benefits are received, the more the 
individual will feel obliged to reciproeate through an increase in efforts expended at their end 
(Dulac, Coyle-Shapiro, Henderson, & Wayne, 2008). When the employment relationship is 
thought to be balanced and mutually supportive, the likelihood of a positive exchange 
between the two parties is increased. The employee will offer, quite freely, their skills and 
commitment to the organization expecting in exchange socio-emotional and monetary 
rewards (Meyer & Allen, 1997).
Blau (1964) felt it was important to distinguish between soeial and economic 
exchanges, and did this by comparison on several criteria. The latter are thought to contain 
specific obligations in which there is a formal and limited time frame with which the 
obligation has to be met. The former, on the other hand is thought to be based on unspecified 
obligations of which there is no set or specific time frame with which they need to be met.
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There is an important element of trust apparent between the two parties in this instance that 
obligations will be met, increasing the likelihood of the future reciprocation of obligations 
(Coyle-Shapiro & Parzefall, 2008).
There are common elements within the social exchange and psychological contract 
theories (such as interactions between two parties, their obligations to one another, the norm 
of reciprocity, and distinguishing between socio-emotional based contracts and monetary 
based contracts). Perhaps explaining why more recent discussions of psychological contracts 
often refer to the social exchange theory as the foundation to our understanding of 
employment relations. The difference between these theories rests mainly with the emphasis 
they place on certain aspects within them. Social exchange theory, for example, centres their 
understanding of the relationship on the norm of reciprocity, whilst psychological contract 
theory includes reciprocity as one of many core concepts in understanding the relationship. 
Psychological contract theory also places more explicit emphasis on the organization as the 
other party to the exchange than does the social exchange theory (Coyle-Shapiro & Parzefall, 
2008). Interestingly, terminology and conceptualizations of social exchange theory give rise 
to a number of questions, such as; who is the relationship with? And, what is the value of the 
resources exchanged? All of which can, and are, also applied to psychological contract theory 
and will be discussed at various points throughout this Chapter.
1.5 Critiques of psychological contract theory
Despite the ever growing interest in psychological contracts as a lens through which 
to explore the employment relationship, there was a time when questions started to be asked 
of the concept itself and the extent to which it could serve to enhance our understanding of
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the employment relationship. Arnold (1996), for example, proposed that the concept needed 
to be scrutinised further in terms of its conceptual and empirical contributions before it could 
be regarded as having explanatory power over other constructs, such as equity theory 
(Pritchard, 1969). Many of the points raised by Arnold (1996) were developed further and 
added to by Guest (1998). The main concern was that the concepts were becoming too diffuse 
which could potentially negatively impact the powerful utility of the concept as an 
explanatory tool. One of the fundamental 'problems’ of the contract, as asserted by Guest 
(1998) was that a legal metaphor was used to underpin the construct. Given the subjective 
nature of the contract, this metaphorical grounding was not seen as entirely relevant; the 
argument being that because there are no formal documents outlining the contractual 
promises or obligations between the two parties, it could not be based upon a legal metaphor 
where there are formal procedures and written documents evident between the two parties of 
the exchange. The implication of this issue is that the construct validity of the concept is 
questioned. Similarly to Arnold (1996), Guest (1998) also highlights the parallels that can be 
made between psychological contract theory and other theories, such as; equity theory and 
social exchange theories, and also other concepts, such as; job satisfaction and organizational 
commitment.
Reservations of the contract concept, however, did not go unnoticed and in a reply 
specifically to Guest's (1998) paper, Rousseau (1998) addressed the concerns that were 
posed. Firstly, the suggestion that the psychological contract concept is based upon a legal 
metaphor is discounted. Legal definitions are not used by psychological contract theory as a 
metaphorical grounding; rather, they support the understanding of relationships between 
people. Rousseau (1998) also discounted the comment that the psychological contract is a 
metaphor, suggesting instead that it is a construct which has received empirical support
13
(Roberts, Hulin, & Rousseau, 1978) - with numerous scholars supporting the construct 
validity of the concept (Robinson, 1996; Robinson, Kraatz, & Rousseau, 1994).
Within the proposition that psychological contracts may not offer any information 
over and above other theories (Guest, 1998), one of the most popular amongst researchers has 
been perceived organizational support (POS). POS is the extent to which an employee feels 
their well-being is a priority, and they are valued by their organization (Eisenberger, 
Huntington, Hutchinson, & Wayne, 1986). Both psychological contract and POS focus on the 
employee-employer exchange relationship and both include the norm of reciprocity, however 
distinctions have been made on several levels. Coyle-Shapiro and Conway (2005) outline that 
within POS, it is the level of support perceived by the employee that determines the 
employee’s reciprocation. Within psychological contract theory, however, reciprocation is 
based on the discrepancy between the perceived promise and perceived level of fulfilment. 
Additionally, there are differences in the 'beliefs' that underlie the relationship. Within POS, 
there is a focus on the organization, and the employee’s belief that the organization has 
shown commitment to them. Within psychological contract theory, on the other hand, there is 
a focus on mutuality and the belief that both parties have maintained their side of the bargain. 
In addition to the conceptual differences that can be found between psychological contract 
theory and POS, there is empirical evidence to suggest that the two concepts are related but 
distinct (Aselage & Eisenberger, 2003; Coyle-Shapiro & Conway, 2005).
The criticisms of the psychological contract from both authors (Arnold, 1996; Guest,
1998) did not however set out to discredit the concept. Guest (1998), for example, suggested
that the concept not only highlights some of the complexities evident in employment
contracts, but it also has the ability to offer an integration of multiple organizational concepts
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(assuming of course that analytically we are able to distinguish the psychological contract 
from these other concepts adequately). The criticisms offered an opportunity for 
psychological contract researchers to address some conceptual questions that were causing 
confusion as to the unique contribution of the concept. The popularity of psychological 
contracts suggests that the conceptual 'problems' with the psychological contract have 
received sufficient attention and it is in fact a useful lens through which to explore the 
employment relationship.
1.6 Key components of the psychological contract
1.6.1 Beliefs within psychological contracts
Obligations contributed to what set Rousseau's (1989) reconeeptualization of the 
psychological contract apart from earlier work where the focus was instead on expectations 
(Rotter, 1973). Expectations were found to be increasingly difficult to operationalize, due to 
the significant number of potential expectations any one organizational member could hold 
and the lack of consistency in expectations between employees (Schalk & Roe, 2007). By 
moving away from expectations, and towards obligations, the conceptualization of what 
constituted a belief within this relationship became more focussed. The development of a 
definitive set of obligations between employees and employers is an unlikely prospect as 
there are innumerable possibilities (Millward & Cropley, 2003). Reciprocal obligations 
however are perceived to be less variable in their nature than are expectations, with more 
opportunity for consistency or patterns in the obligations people may experience; this 
consistency therefore made them more appealing to test empirically.
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An obligation, according to Rousseau (1989), would arise out of a promise that had 
been perceived to be made by the organization. For example, once a promise was implicitly 
or explicitly made by the organization, there would then be an obligation for them to carry 
this promise out. Promises are important in shaping the relationship between an employee 
and employer as they provide some structure as to the future of the relationship (Rousseau, 
1990). Having the ability to predict the future interactions of the other party to one’s 
relationship gives some indication of the fact that a relationship is going to exist in the future, 
and what is likely to happen within that relationship (Weick, 1981).
The differences between promises and expectations is relatively clear; an expectation 
takes a far more general form than a promise, only affording a belief that a specific 
event/action should, or indeed, will occur. A promise, on the other hand, takes a more 
specific form, with details covering what will happen and why it will happen (Conway & 
Briner, 2005). Some researchers have, however, questioned when an obligation can be 
considered as part of the psychological contract, or when it falls outside of this remit 
(Morrison & Robinson, 1997). It was suggested that a perceived obligation that was not 
developed from a promise (implicit or explicit) within the current psychological contract was 
not a relevant part of the contract. The theoretical distinctions between promises, obligations, 
and expectations are not fiilly understood. Nevertheless the majority of research on 
psychological contracts continues to describe the relationship in terms of perceived promises. 
The reason researchers focus more on perceived promises than expectations be because of the 
clarity it holds conceptually over the other beliefs, such as expectations, and also because it 
runs more in line with the concept of the contract (Conway & Briner, 2005). Promises are 
thus considered by most as the key belief constituting the psychological contract.
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The importance of promises within psychological contracts was highlighted by 
Rousseau (2001), who suggested that employment relationships, as we know them today, 
could not exist without the inclusion of promises. They are evident in multiple stages of the 
relationship, both formally (such as selection interviews) and informally (such as the 
motivational incentives offered to staff once they have the job). Both organizations and 
employees make promises to one another, and an important point to consider here is that 
these promises are subjective. It is not what the promise maker intends the promise to be that 
is important, rather it is what the receiver of the promise believes, or interprets that promise 
to be that is important. This is of particular consequence when looking at whether a promise 
has been met or not. Regardless of whether the promise maker has perceived themselves as 
fulfilling the promise, if the promise receiver believes it has not been met then the reaction is 
likely to be an understanding of an unmet promise.
There are potential benefits of keeping promises to each party in the exchange, thus it 
is crucial for the two parties to have trust in one another (Rousseau, 1995). Within 
psychological contracts, much like that suggested in social exchange theory - trust will 
increase the likelihood of the future reciprocation of obligations (Coyle-Shapiro & Parzefall, 
2008). Enhancing the level of trust within psychological contracts has implications for both 
employees and employers (Barney & Hansen, 1994; Dirks & Perrin, 2001; Searle & Ball, 
2004). Employees who feel that they can trust their employer for example "tend to feel more 
obligated, expect to do more, and perceive themselves as having promised to do more than 
those who do not trust their employer" (Roehling, 2008, p. 284).
Researchers on trust have at times sat in separate camps - one camp favouring the 
cognitive, cost-benefit analysis of trust, whilst the other favouring the social exchange
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perspective and implicating the role of feelings and emotion in trust (McAllister, 1995; Tyler 
& Kramer, 1996). It is, however, important to aeknowledge that there are of course rational 
cognitive processes that will weigh up the costs and benefits to oneself of trusting the other 
party, but equally there can be relational bonds between the parties. Trust then can be 
considered to incorporate both cognition and emotion (Lewis & Weigert, 1985). It is however 
proposed that the cognitive elements of trust may need to be developed initially before the 
emotional elements of trust are likely to become important (Atkinson, 2007).
1.6.2 Mutuality and Reciprocity
In discussions thus far it has been suggested that there are promises made within the 
employment relationship, which are perceived and interpreted by the promise receiver, and 
that obligations arise on both sides of the exchange as a result of these promises. Having a 
promise between employee and employer, however, is not enough to constitute a 
psychological contract; there also needs to be agreement between the two parties. Agreement 
is implicated in two further components of the contract; mutuality and reciprocity.
Firstly, the contract is regarded as a mutual agreement - the extent to which the two
parties to the contract agree on the specific terms set out in the contract (Dabos & Rousseau,
2004). A high level of agreement in the mutuality of the terms will likely have a positive
impact on the relationship, particularly in the eyes of the employee (Rousseau, 2011). On the
other hand, a discrepancy in the level of mutuality between the two parties could have a
negative impact on employees’ perceptions of the relationship. Perceptions, or
interpretations, made of the terms that come to make-up the employment relationship are
likely to contain differences (Coyle-Shapiro & Kessler, 2000; Coyle-Shapiro & Kessler,
2002b). Nonetheless; without some level of actual agreement or understanding, the goals of
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the individual within the workplace and the organization as a whole may be difficult to 
achieve (Rousseau, 1995).
Reciprocity is the extent to which the two parties to the contract agree on how much 
they each need to contribute to those specific contract terms (Dabos & Rousseau, 2004) 
outlined in the mutual agreement. A well-functioning psychological contract needs to contain 
a high level of reciprocity (Rousseau, 2011). Much the same as the norm of reciprocity 
outlined by Blau (1964) in the social exchange theory: each party to the exchange would be 
motivated towards achieving some level of balance between what they are putting in to the 
relationship, and consequently what they are receiving in return. Most psychological contract 
conceptualizations have included the idea of reciprocation in some form (Coyle-Shapiro & 
Kessler, 2002b); a universal conclusion that can be gleaned from various empirical 
examinations of the concept (Coyle-Shapiro & Kessler, 2002a; Robinson & Rousseau, 1994) 
is that employees react to treatment by the organization through alterations in their attitudes 
or even their behaviour. From discussion of promises, mutuality, and reciprocity, it is evident 
that a certain amount of cooperation and understanding are necessary in developing a positive 
psychological contract between employee and employer. Whilst the aforementioned key 
components of the relationship have experienced a degree of agreement between researchers, 
other aspects of this relationship have been the focus of some significant debate.
1.7 Debates in the literature
1.7.1 Who holds a psychological contract?
A question which lingers over conceptualizations of the psychological contract, and 
continues to split opinion, surrounds the parties of the exchange. As can be seen from any 
definition of the contract there are two parties in the exchange: the employee and the
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employer. The difference of opinion arises however depending on whether the contract is 
regarded as being an idiosyncratic or a dyadic level construct. While the former epitomises 
the subjective beliefs of an individual and their relationship with the organization (as would 
be suggested by researchers such as; Rousseau, (1995) and is also the approach taken in the 
eurrent research), the latter considers the exchange relationship as being mutually agreed 
upon and shared (Tekleab & Taylor, 2003). A key question in this debate is whether or not 
the organization, as an entity, is able to hold a psychological contract in the same way that an 
individual can. By assuming that it can there is a risk of anthropomorphizing the organization 
(Coyle-Shapiro & Shore, 2007; Guest, 1998; Levinson et ah, 1962) - assuming human like 
qualities to the organization such as being loyal and supportive. It could be argued that an 
organization per se is not capable of harbouring these qualities, though the agents that make 
up the 'organization' can. Various conceptualizations of the contract acknowledge that the 
organization hold a contract of some form, offering a perspective from both the employee and 
the employer (Guest & Conway, 2002; Herriot & Pemberton, 1997). The dilemma exists then 
in who exactly constitutes the ‘organization’.
1.7.2 Who is the 'organization'?
Unless a specific person within the organization is stated (such as a line manager), the 
psychological contract is discussed as a relationship between an employee and their 
organization. However, an 'organization' can be a huge entity containing multiple levels 
within the hierarchy, some of which an employee may rarely ever see, let alone have daily 
contact with. When asked to discuss their relationship with the organization then, who are 
employees referring to?
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Rousseau (1995) suggests there are ‘agents’ acting within the organization and that it 
is these agents that the contracts are perceived, by the employees, to be with. From this it is 
also suggested that there can be some variation among employees as to which of these agents 
(for example; supervisors, management members, or the organization as a whole) is 
perceived to be the other party in the contract. Psychological contract researchers have often 
focussed on one specific agent. Senior managers, for example, have been regarded by some 
as being close enough to those at the very top of the organization to be seen by the employees 
as representative of the organization (Coyle-Shapiro & Kessler, 2002b). Those lower dovm 
the hierarchy, such as middle managers or line managers, may have more difficulty in 
assuming the identity of representing the 'organization'. It has been suggested that a middle 
manager holds not one, but two contractual relationships with the organization; one as an 
employee, and one as a manager/representative of the organization (Hallier & James, 1997). 
Conflict can, and most likely will, occur between these two contractual relationships, 
potentially making it difficult for the employee to override their own personal interests to 
continue acting as a representative of the organization towards other employees.
Our understanding of the 'other party' to the relationship is far less developed than our 
understanding of the employee. Different conceptualizations of the contract have helped to 
fuel differences of opinion regarding who the other party is and also the role they play in the 
relationship. In concluding whether or not the organization can hold a psychological contract, 
Conway and Briner (2005) suggest that employees have less of a problem in acknowledging 
who the organization is (in terms of who they feel their contract is with) than perhaps those 
researching the topic acknowledge. The implication is that perhaps an imperative question to 
ask employees when discussing psychological contracts is who, in their view, they perceive 
their contract to be held with.
2 1
1.8 Psychology of the psychological contract
One of the significant impacts of Rousseau's (1989) reconceptualization of the 
psychological contract was making it an observable, quantifiable construct. In doing so, it ran 
the risk of directing focus away from the unobservable elements of the contract - the 
'psychology' of the psychological contract which underlies the construct. There are three main 
'psychological' components underlying psychological contracts: cognitions, emotions, and 
behavioural processes. Behavioural processes are those that have received the most attention 
empirically, perhaps given their more observable and quantifiable nature. The theoretical 
importance of both cognitive and emotional processes within contracting has remained 
strong, despite lacking the kind of empirical focus that behavioural outcomes have received.
Psychological contracts are mental models, acting to provide cues to the individual 
regarding events that are likely to occur in the future and the interpretations that can be made 
of those events (Rousseau, 1995). In particular, contract type acts as a schema (a mental 
structure that can help us to organize our knowledge and guide us in our thinking (Beck,
1967) with which employees understand and organise relevant information. The limits of 
human cognitive ability has nonetheless seen people described as cognitive misers; paying 
intermittent attention to our surroundings and being selective in what environmental cues are 
attended to (Medin, Ross, & Markman, 2005). Cognitive processes, such as schemas, are 
used to provide automatic, habitual processing that allow us to function on a daily basis 
without expending large amounts of cognitive effort (Stein, 1992). This, however, is only the 
case when the information we are receiving is not novel or contradictory to the knowledge we 
already hold. In these instances more systematic and controlled processes occur as a way to 
interpret and make sense of the information presented in relation to our current 
understanding.
2 2
Rousseau (2011) asserts that psychological contracts work at both these levels of 
cognitive processing. The schemas present within psychological contracts are also described 
as varying in their complexity. Initially a schema may hold only discrete beliefs comprising 
of the obligations of both parties in the exchange. Over time these beliefs can develop and 
become integrated, reflecting the complexity of the relationship (Rousseau, 2001). These 
initial schemas can, for example, be developed before the employee has begun working at the 
organization. Pre-employment schemas can be used by the employee to make sense of the 
early experiences within an organization and can help to shape their understanding of the 
contract (Rousseau, 2001). It is important then for organizations to ensure an employee's 
early experiences are what they can come to expect from the relationship with the 
organization more generally.
Psychological contracts encompass both emotional and non-emotional processes 
(Rousseau, 2011). An understanding of psychological contracts without an acknowledgement 
of emotion then would be to recognise only part of the relationship. The extent of our 
knowledge concerning the emotional processes in the relationship nonetheless remains 
limited - particularly in comparison to our knowledge of the non-emotional processes. In an 
attempt to link emotion and cognition within the process of psychological contracting, 
emotions have been implicated as a way of directing attention: a process of making sense 
(Weick, 1995). Events that occur within the relationship that act to interrupt its continuous 
and enduring nature can attract cognitive attention. Research has proposed, for example, that 
when a promise, or a perceived obligation, has not been met there is a related negative 
emotion evident in the employee, such as frustration (Conway & Briner, 2002a). On 
experiencing this emotion, a sensemaking process occurs of the information surrounding the 
broken promise and the negative emotion. In Rousseau's (2011, p. 200) words; "emotions
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direct attention to whatever triggered them in the first place," implying that an event may go 
unnoticed, not being cognitively attended to, should there have been little or no emotional 
reaction to it.
From the definition of psychological contracts containing both emotional and non- 
emotional processes a logical assumption to make would be that emotions were a notable 
aspect of their conceptualization. Acknowledgement of emotion within psychological 
contract conceptualization, however, is largely implicit. The majority of our knowledge 
surrounding psychological contracts and emotions is as described above - a reaction to an 
event such as a broken promise; resulting in two imbalances that need to be redressed. The 
first is of the greater inclusion of the non-emotional components in conceptualizations of the 
psychological contract in comparison to that of the emotional components. Addressing this 
issue will allow us to redress the overly cognitive, and observable, understanding of 
psychological contracts we have at present. Re-introducing emotion as a significant 
component of psychological contracts will be to embrace Levinson's (1962) desire to include 
both cognitive and non-cognitive elements within psychological contract conceptualization; 
reintegrating the less well understood and researched emotional elements of the 
psychological contract, with the more widely researched and understood cognitive elements.
The second imbalance is that the bulk of empirical evidence addressing emotion 
within the psychological contract surrounds the proposition that it is a reaction to an event, 
such as a broken promise. There is little understanding of how emotion is implicated within 
the process of psychological contracting before becoming a reaction to an event. The current 
thesis, therefore, aimed to redress these imbalances through investigating emotion within the
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conceptualization of the psychological contract; specifically within categorizations of the 
contract contents.
1.9 Contents of the psychological contract
1.9.1 What makes up the contents o f  the psychological contract?
The contents of psychological contracts are the perceived obligations between the two 
parties to the exchange (Herriot, Manning, & Kidd, 1997). An important point to consider, as 
highlighted by Conway and Briner (2005) is that the emphasis here is on the 'perceived'. It is 
not what an employee and employer are actually giving to and receiving from one another but 
what they believe to be part of the exchange. Given that contracts are based on perceptions, 
the number of items that could go towards making up the contents of an individual's 
psychological contract is vast. The stance taken by most researchers of psychological contract 
contents was to provide a set of contents that were seen as key to most organizational 
relationships and contexts.
A common approach was to develop a composite of terms, or nominal classifications 
of the contract (Rousseau & Tijoriwala, 1998). A composite of terms is the process of 
grouping together items in order to reflect the broad content of the contract, which can then 
be used to form the basis of broad measures of the psychological contract. Nominal 
classifications are the "theoretically meaningful typologies where respondents indicate which 
category best reflects their understanding of the employment relationship" (Rousseau & 
Tijoriwala, 1998, p. 689). Nominal classifications are the most common way for researchers 
to classify and measure the contents of the psychological contract. They include both the 
content (the individual elements described within performance terms; see Figure 2) and the 
features (adjectives used to describe the contract; such as implicit, or explicit) of the
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psychological contract, making them a more holistic approach to measuring contract contents 
in comparison to the specific terms of the contract (Rousseau & Tijoriwala, 1998). 
Categorization of these nominal classifications is referred to as contract form.
1.9.2 Categorization o f  psychological contract contents
Contract form relates to the general patterns in an understanding of the relationship 
which can influence how a worker and employer behave towards one another (Rousseau, 
2004). Two basic elements have been proposed as making up psychological contract 
classification: transactional and relational contracts (Rousseau, 1995). Performance 
requirements and time frame are two key features linked to these classifications, allowing a 
more accurate description of psychological contracts in modem employment. Performance 
requirements are a condition of employment, identifying the performance levels that are 
expected within the relationship. Time frame relates to the length of time that the relationship 
is expected to last. Relating time frame and performance requirements to the transactional 
and relational contract forms creates a quadrant of contract types; as can be seen in Figure 2.
Transactional contracts are made up of specified performance terms but are short in 
duration whereas relational contracts are long term but have little in the way of specified 
performance terms. Balanced contracts contain elements of both transactional and relational 
contract types, being both long term and containing specified performance terms. Transitional 
contracts, however, are fairly negative in that they reflect a breakdown in the relationship; 
being short term in nature and not having any commitments, or performance terms specified. 
These contract types are more common after a period of change, such as a merger, than at 
other times in an employment relationship.
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Performance Terms
Specified Not Specified
Duration Transactional Transitional
Short -Low ambiguity -Ambiguity/uncertainty
Term -Easy exit/high turnover -High turnover/termination
-Low member commitment 
-Freedom to enter new contracts 
-Little learning
-Weak integration/identification
-Instability
Long Term Balanced Relational
-High member commitment -High member commitment
-High integration/identification -High affective commitment
-Ongoing development -High interaction/identification
-Mutual support 
-Dynamic
-Stability
Figure 2. Types of psychological contracts based on performance terms and time frame, 
adapted from Rousseau (1995), p. 98.
The two basic elements of the contract (transactional and relational), have been the 
most often applied by researchers of the psychological contract. First, implicated in the legal 
distinctions made by Macneil (1980), there are parallels that can be drawn between the social 
and economic exchanges outlined in the social exchange theory (Blau, 1964). Particularly 
when looking at the specific nature of each of the contract types. Transactional and relational 
contract types sit at either end of a continuum, differentiated on several levels (Rousseau, 
1995). The feature distinctions made between these contract types are based on; focus, time 
frame, stability, scope, and tangibility; these can be seen in Figure 3.
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Feature distinctions
Transactional Relational
Focus Economic Economic, emotional
Inclusion Partial Whole person
Time frame Closed-ended, specific Open-ended, indefinite
Formalization Written Written, unwritten
Stability Static Dynamic
Scope Narrow Persuasive
Tangibility Public, observable Subjective, understood
Figure 3. Feature distinctions of contract terms, adapted from Rousseau (1995), p.92.
Transaetional eontraets described as being based on caleulative, often monetary 
foundations and, relatively void of any emotive influenees or focus. They are elosed ended, 
relatively narrow and static contracts which are observable by others. In eomparison, 
relational contracts value collaboration and socio-emotional components of the relationship, 
often with more room for flexibility, with a wider scope and a more open-ended time frame. 
This eontract form is often more subjective, and less observable by others (Rousseau, 1990). 
The emotional involvement of these two contract types is evident in their Toeus' and sits at 
polar opposites - within transactional psychological contracts there is minimal emotional 
investment, as can be seen from the fact that there is no mention of emotion in their feature 
descriptions. Within relational psychologieal eontraets, on the other hand, there is the 
proposition that emotions are of fundamental importance based on the inclusion within the 
feature descriptions. The proposition that emotions would be important in relational forms of 
the contract, but not so in transactional forms is the cornerstone of the current thesis. 
Conceptually this is an assumption that has been aeeepted by researehers for many years. It 
has, for example, been proposed that 'affective' issues are irrelevant to those holding
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transactional contracts (Shore & Tetrick, 1994). This distinction, however, is not something 
that has been empirically tested. A more detailed discussion of how this conceptualization is 
addressed throughout the thesis can be found in Chapter Three.
Rousseau (1990) described eontract types as being on a continuum in which the 
transactional and relational elements were the two extreme ends of that eontinuum. This 
would suggest that the type of contract an employee holds with the organization was not 
fixed, but dynamie. The more one perceived the relationship with the organization as 
relational, the less she/he pereeived it as transactional. It has been proposed that pereeptions 
of a transactional contract are neeessary before a relational eontract type can be developed: 
relational items being gradually added to the contraet over time, generating a more 
relationally perceived relationship (Rousseau, 1995). This runs in line with the implication of 
trust within the contract relationship. Cognitive elements of trust are necessary before the 
emotive elements of trust can be developed (Atkinson, 2007). Development from a 
transactional to a relational psyehologieal eontract was later described as a layered model of 
psychological contract content. Research supporting the proposition that a transactional 
contract can become more relational, particularly in a transition from a temporary to 
permanent working situation (Isaksson, De Cuyper, Oettel, & De Witte, 2010).
Despite evidence in support of the transactional and relational contract types being on 
some form of continuum and not being completely independent of one another (Millward & 
Brewerton, 2000), this position is still questioned. Coyle-Shapiro and Kessler (2002b), for 
example, suggest that the transactional and relational eontraet types are independent from one 
another and it is possible for an employee to hold both contraet types simultaneously, 
depending on the context it is being understood within.
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Questions have also been asked of whether the contract distinctions outlined by 
Rousseau (1990) go far enough to describe modern employment relations. Rousseau (1995; 
Rousseau & Wade-Benzoni, 1994) herself suggested that perhaps in modern day employment 
relations the two traditional contract types (transactional/relational) may not deal fully with 
the complexities that can occur, which was the motivation behind development of the 
psychological contract type quadrant, detailed in Figure 2. Some have suggested that training 
and career development should be included as a separate contract dimension due to the mixed 
empirical support confirming it as part of either the transactional or relational contract 
(Coyle-Shapiro & Kessler, 2000; Maguire, 2002). Others have suggested that differences lie 
in terms of the administrative and professional types of work an employee does. The 
implication being that these aspects should be included as dimensions of the psychological 
contract (Bunderson, 2001). Thus, empirical evidence for the transactional/relational 
distinction has been mixed with some researchers supporting the distinction and others 
questioning the empirical replication and item exclusivity of the distinctions (Aggarwal & 
Bhargava, 2010; Arnold, 1996; Conway & Briner, 2005; Montes & Irving, 2008; Raja, Johns, 
& Bilgrami, 2011; Raja, Johns, & Ntalianis, 2004; Restubog & Bordia, 2006; Robinson & 
Rousseau, 1994; Tumley, Bolino, Lester, & Bloodgood, 2003).
Reacting to these inconsistencies in findings, a features-based approach towards 
understanding the psychological contract has been suggested as a more effective way of 
capturing the transactional/relational distinctions (Coyle-Shapiro & Parzefall, 2008). This 
approach would compare the contract to an underlying dimension, or attribute, in relation to 
the way it is interpreted. For example, determining whether the contract is implicit or explicit, 
long term or short term. A features-based approach has been supported as a useful direction
30
for psychological contract research to take on the grounds that it enhanees the generalizability 
of findings across contexts (Sels, Janssens, & Van Den Brande, 2004).
The dimensions used by Sels et al. (2004) in their researeh were based on those of 
Rousseau (1995) that were representative of a features based approach; tangibility, scope, 
time frame, and stability. Adding to these dimensions; exehange symmetry (how unequal the 
relationship is pereeived to be), and contraet level (whether the eontract is perceived to be at 
the individual or group level). Sels et al. (2004) did not categorize eontraets into a 
transactional/relational distinction. They do, however, suggest that the Toeus' dimension 
(which they exeluded from their six dimensions on the grounds that it was more eontent- 
based than features-based) eould be redefined at a higher level of abstraction. Reflecting a 
money-oriented relationship (transactional) compared to a socio-emotional relationship 
(relational) allowed this dimension to be a eomponent of a features based analysis. Although 
the terms transaetional/relational were not used in this distinction of contract types, the 
terminology used does reflect how these two contraet types have eome to be understood.
What this features-based distinetion does is further highlight the presumed emotive 
differences between transactional and relational eontract types, as is suggested in Rousseau's 
(1995) conceptualization outlined in Figure 3.
Within the midst of the mixed empirical findings and the questions surrounding 
eontract dimensions, one thing does remain; the eoneeptual distinction between transactional 
and relational eontract types is clear (Coyle-Shapiro & Parzefall, 2008). These distinctions 
are also aeeepted by the majority of psyehologieal contraet researehers; whieh ean be seen in 
the numerous empirical investigations applying these contract terms to their researeh. It is 
how best to empirically capture this conceptual distinetion that is yet to be agreed upon.
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1.10 Influences on psychological contract perceptions
Rousseau (1995) highlighted that "no promissory based contract occurs in a vacuum" 
(p. 14). Firstly, contracts can be influenced by the society at large, relating back to the concept 
of a social contract (the shared and eolleetive cultural beliefs that guide those within that 
soeiety as to the behaviours that are perceived as appropriate), and the way in whieh these 
shared understandings can act as a context with whieh to aid interpretation of psychologieal 
contract relationships (Rousseau, 1995). Secondly, the eontraet can be influenced by the 
organizational context itself, and finally, through the individual factors the parties to the 
relationship bring.
1.10.1 Organizational factors
Organizational eontexts have changed somewhat since the conception of 
psychologieal eontraets, both in terms of the structure within an organization and the global 
and économie pressures that organizations face (Galbraith, 2002; Herriot & Pemberton, 1995; 
MeLean Parks & Kidder, 1994). Galbraith (2002) asserts that design ehanges and an increase 
in pressure from the eompetitive market have influenced the way in which employment 
relationships are addressed and played out in the workplaee. For instance, it has been 
proposed that the risk of employees believing the terms of their psychological contract are 
not being met has increased as a result of organizational changes (Chaudhry, Coyle-Shapiro, 
& Wayne, 2011), such as downsizing and outsourcing (Beaumont & Harris, 2002). 
Understanding the organizational eontext that contracts are being lived in is a souree of 
information to further understand psychological contracts themselves.
Strategies and practices within an organization have also been linked to employee’s 
psychological contracts. The business and employment strategies of an organization ean
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impact upon their human resource practices whieh ean, in turn, influence the psyehologieal 
contract of employees (Aggarwal & Bhargava, 2009). Human resource praetiees have been 
implicated as a fundamental component in determining the state of the psychological 
contract. They have the potential to impact both group level beliefs or ideas (generating a 
normative eontraet between employees within an organization) and also on individual level 
beliefs and ideas (contributing towards an employee's idiosyncratic psychological contract) 
(Aggarwal & Bhargava, 2009).
1.10.2 Individual factors
The idiosyncrasies in psychological contracts have mainly been studied in relation to 
the individual and what they bring to the relationship. Some of the most eommon individual 
difference variables which have been identified to impact psychological contract perception 
and reaction are: personality (Raja et al., 2004), gender (Roehling, 2008), and generational 
cohort (Hess & Jepsen, 2009). Personality has perhaps attracted the most significant amount 
of attention in this area of psyehologieal contracts, being hailed as the primary reason behind 
contractual idiosyncrasies (Conway & Briner, 2005). The impact of personality on various 
perceptions of psyehologieal contracts has been one area of foeus. Proactive personalities for 
example were proposed to be important in the process of developing a psychological contract 
as a newcomer to a eompany (Dulac, Coyle-Shapiro, & Delobbe, 2006; Tomprou &
Nikolaou, 2011). Newcomers who are regarded as being proactive are more likely to report 
more employer-made promises than their non-proactive counterparts whilst also interpreting 
and understanding more of these reported promises (Tomprou & Nikolaou, 2011).
Personality has also been purported to act as a moderator between employees’ feeling
as though their eontract had been broken (the experienee of a breach of contract) and a strong
33
emotional reaction to that broken eontract (experience of contract violation) (Raja et ah,
2004). When obligations were not met by an employer, an employee who was high on 
neurotieism was more likely (compared to an employee low on neuroticism) to perceive this 
as wilful miseonduct on behalf of the organization. The result of which is an experience of 
contract violation (Ho, Weingart, & Rousseau, 2004). Neuroticism is proposed as being 
related to a lack of trust and emotional instability (Costa & MeCrae, 1992), whieh goes some 
way to explaining why violation and neurotieism have been linked. Intuitively, it makes 
sound sense that a person who is prone to emotional instability will also react emotionally to 
an organization failing to meet their obligations.
What these findings portray is further evidence of emotion being eonsidered within 
the contract as a reaction to a specific event; most notably the experience of a pereeived 
broken or violated eontract. All developments in understanding the role of emotion within the 
contract are necessary if we are to elevate the importance of emotion within the process of 
psyehologieal contracting. It is, however, time to redirect this focus towards better 
understanding emotion in a eoneeptual sense. One way that this can be done is by embraeing 
the proeess nature of the contract.
1.11 Psychological contracts as a process
Psychological contract researchers are generally in agreement that the contract is a 
dynamic process (Conway & Briner, 2005). There are for example processes underlying the 
dynamics of the contract, such as the cognitive, psychosocial, and emotional processes of the 
individual (Rousseau, 2011). Psychological contracts as a process however are often referring 
to psychological contracting, the process "by whieh psyehologieal eontraets develop, adapt, 
and change" (Rousseau, 2011, p. 193). Researehers have explored the proeess nature of
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psychological contracts through the ehange in eontraet terms between employee and 
employer over a period of time (Robinson, 1996; Schalk & Roe, 2007), and also how ehanges 
in organizational context ean impaet upon the employment relationship (Chaudhry et al.,
2011; Chaudhry, Wayne, & Schalk, 2009). Acknowledging and understanding further the 
process nature of the employment relationship is a significantly important element of today’s 
psychological contracts. The uneertainty of the economy and the increase in global 
eompetition across organizations has led to an increase in eompanies drastically changing the 
look of their organization (Rousseau & Batt, 2007). Something that undoubtedly has knock 
on effects for the psyehologieal contracts of employees.
Processes have been theorised to eontain four main elements (Langley, 1999). Firstly, 
processes are based on events that evolve sequentially over time and lead up to a specific 
outcome. Within an organization, and specifically within psychological contracting, this 
outcome can be in the form of an attitude, behaviour, or emotion. Importantly, however, the 
outeome does not signify the end of the process, but a sequence within it. Secondly, processes 
are said to eontain multiple units and potentially ambiguous boundaries. Identifying the 
multiple units, or in this ease people and eontexts that ean influence the process are often far 
from straightforward and often not necessarily eomplimentary. Psyehologieal eontraets have 
been proposed as being shaped by multiple contract makers which can be people, sueh as 
managers, supervisors, and eolleagues (Rousseau, 2011), or even proeedures such as human 
resource processes (Aggarwal & Bhargava, 2009). Perspeetives of a manager, for example, 
may be eontradietory to the perceptions of a colleague, potentially sending eonflieting 
messages to the individual about the course of action they should take, or the way they should 
be feeling.
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Thirdly, processes vary in terms of temporal embeddedness. Despite the fact that 
discussion of a sequence of events implies these would happen in close proximity to one 
another this is not always the case. For example; a psychological contract may be developed 
in the early part of an employee’s eareer but it may be some time before the sequence of 
events culminates in a promise made at the recruitment stage to come into fruition. Finally, 
processes are eclectic, incorporating multiple components and often leading to a variety of 
different outcomes, a refleetion of the ’’complexity of the organizational phenomena’’ 
(Langley, 1999, p. 694) under investigation. The four elements of proeesses ean help to 
inform a key way in whieh psychological contracts can be described as a process, through 
sensemaking (Weiek, 1995).
1.11.1 Process o f  sensemaking
Process researeh has been proposed as being able to ’’deal with the evolution of 
relationships between people or with the cognitions and emotions of individuals as they 
interpret and reaet to events’’ (Langley, 1999, p. 693). Interpretation is a eore component of 
sensemaking, which is described as the proeess of interpreting and providing meaning to the 
world around you (Weiek, 1995). Sensemaking takes the observations back down to the 
individual level, gaining an understanding from the individual’s perspective. A view which 
resonates with psychological contract conceptualization (Chaudhry et al., 2009). This 
connection is evidenced by the suceessful applieation of sensemaking theory to psyehologieal 
contract research (De Vos, Buyens, & Schalk, 2005; Parzefall & Coyle-Shapiro, 2011).
Neweomers to an organization are developing their psychological contracts based on
the information they already held, prior to entry, and also on the information they are
reeeiving during integration into the organization (De Vos, Buyens, & Sehalk, 2003). In order
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for newcomers to feel less uncertain about their surroundings, and ultimately make their 
working life more predictable (Shore & Tetrick, 1994), interpretations of their experiences 
and surroundings will be made. Integrating these into their pre-existing psyehologieal 
contraet schemata (Rousseau, 2001). The sense that is made of the sequence of events in 
those early weeks and months of a newcomer’s experienee of the organization can serve to 
reinforce, or alter their pereeptions of the organization (Louis, 1980). Sensemaking processes 
in the early stages of contractual development thus have the potential to influence the 
outcomes of psychological contracting.
The impetus for sensemaking is particularly strong when an unexpected event occurs, 
interrupting the routine lived experience of the individual (Schütz, 1967; Weiek, 1995). 
Experiencing a breach of contract has been suggested as an interruption to the natural order 
of the relationship whieh results in one’s emotions being made sense of in relation to the 
employment relationship (Parzefall & Coyle-Shapiro, 2011). This understanding supports the 
tenet proposed by Langley (1999) that processes are based on a set of events which can result 
in attitudinal, behavioural, or emotive reactions. Psychological contract change is also a 
potential interruption to the routine lived experiences of employees, a process that has been 
linked to sensemaking theory (Chaudhry et al., 2011; Chaudhry et al., 2009). Psychological 
contract change focuses on the eontext with which the individual is surrounded. The context 
of the organization can influence the promises and obligations that are made within the 
relationship (Shore et al., 2004), and also have the potential to ignite ehanges in the 
employees’ perception of their relationship with the organization (Chaudhry et al., 2009).
This idea sits well with sensemaking theory as neither the individual, nor the environment are 
seen as passive in their relationship; they are both aetive, working together to produee a 
coherent whole (Follett, 1924).
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Chaudhry et al. (2011) believe that the individual and their context interact, arguing 
that the sensemaking process differs dependent on the type of relationship perceived with the 
organization. Contextual changes only encourage revisions of the relationship when a 
relational contract is perceived. Contextual ehanges made no difference to those who 
pereeived a transactional relationship. In addition to the type of pereeived relationship 
impacting upon change in contract perceptions, the novel nature of the situation (the extent to 
which the event is pereeived as unusual to the individual) (Louis & Sutton, 1991) was found 
to be important in psychologieal contract change. When an event was novel (in this ease 
being more positive than they had expected) psychological contracts were pereeived to 
ehange. An important conclusion to be drawn from this researeh was that ehanges in the 
organizational eontext were not necessarily the reason behind ehanges to employees’ 
psyehologieal eontract perceptions. It was the way in which the eontext was made sense of, 
and understood by the employee that influenced the extent of ehange that occurred (Chaudhry 
et al., 2011). The findings of such research then implicate sensemaking at the heart of 
psychologieal eontraet process.
The process of sensemaking thus far has been diseussed in terms of the individual.
Interpretations are taken at the individual level and this is the perspective that sensemaking
allows you to understand (Weiek, 1995). There have, nonetheless been implieations of shared
understanding in sensemaking literature, with reference back to the wider social influences.
Sensemaking mechanisms (such as the standards outlined for the typieal way of pereeiving,
interpreting, believing, and behaving) for example are used at the eultural level (Sackmann,
1992). This is a similar perspeetive as the one taken in the eoncept of a social contract; a
reflection of the values of society at large pertaining to the shared understanding of
appropriate behaviours within a society (Rousseau, 1995). Furthermore, employees are rarely
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completely independent workers. There are often other organizational members to interact 
with and other interpretations to acknowledge. The interpretive proeess of sensemaking that 
occurs at the individual level also has to interact with the interpretive processes of other 
organizational members. Feldman (1989, p. 19) purports that the interpretive process of 
sensemaking is necessary "for organizational members to understand and to share 
understanding about such features of the organization as what it is about, what it does well 
and poorly, what the problems it faees are, and how it should resolve them". The implieation 
of sensemaking being important at both individual and group level processes links back to the 
idea of normative contracts in the workplace, an identification between organizational 
members through a shared understanding of eontraetual elements (Rousseau, 1995).
Understanding how organizational ehanges will be embraced and played out in 
employees’ psychological contracts (both at the idiosyncratic and normative levels) can be 
understood to some degree by acknowledging sensemaking processes. An understanding of 
what processes are likely to evoke sensemaking (such as a novel, or unexpected change in the 
organization) ean allow organizations the knowledge to limit potentially negative, or 
encourage potentially positive understandings and beliefs in their employees. Sensemaking 
then has the potential to help unpiek and understand the processes within the organization. 
The fit, theoretically between sensemaking theory and psyehologieal contract theory offers 
the potential to understand a particularly noteworthy aspect of psychological contracting: 
“how do individuals construct what they construct, why and with what effects?” (Weiek, 
1995, p. 4). In applying a sensemaking perspective to psychological contract research we can 
generate a more holistic understanding of the processes that oeeur within it.
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Psychological contracts then are, and should be acknowledged as, a process oriented 
construct. Not only should this be recognised in our understanding and conceptualization of 
the construct, but also in the methodological approaches applied to the study of it. 
Sensemaking theory offers a viable way of obtaining an understanding of how the 
psychological contracts are constructed by employees and the various factors that eould 
potentially influence how these constructs develop. Methodological approaches, such as 
longitudinal studies also offer the potential to understand the process nature of psychological 
contracts -  both of which have been embraced within the current thesis and are discussed in 
more detail in Chapter Three.
1.12 Psychological contract states
There are various states in whieh an employee ean perceive their psyehologieal 
contract to be, such as; fulfilled, over fulfilled, breached, or violated. Each of these 
perceptions of the eontract have different impacts upon the emotional, attitudinal, and 
behavioural reactions of the employee making them vitally important aspects of the contract 
to research and gain a better understanding of. Contracts being met, or fulfilled are suggested 
to impact positively on outcomes for both the employee and the organization (Rousseau,
1995). Perhaps for this reason psychological contract fulfilment has received far less 
empirical attention than have broken and violated contracts which are suggested to impact 
upon the employee and organization in a negative way (Morrison & Robinson, 1997).
1.12.1 Psychological contract fulfilm ent
Contract fulfilment is the perception that the terms, or promises made within the 
contract have been appropriately met, resulting in a match between what was expected and
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what actually occurred (Isaksson et ah, 2010). The majority of researeh into contract 
fulfilment has applied one of two approaches: non-direetional or directional approaches. The 
non-directional approach argues that contract breach (the perception that a term or promise 
made within the eontract has been broken) and contract fulfilment are viewed as being at 
opposing poles of a eontinuum (Lambert, 2011). This approach has nonetheless been 
criticised for failing to acknowledge when contract breach occurs as a result of a deficiency, 
and breach that can occur as a result of excess (Coyle-Shapiro & Kessler, 2000). The 
directional approach on the other hand suggests that fulfilment rests in the middle of a 
continuum, with contract breach at one end and contract over-fulfilment (a perception that the 
organization have gone above and beyond the terms and promises expected within the 
contract) at the other (Conway & Briner, 2002a). The position that breach, fulfilment, and 
over-fulfilment have a linear relationship to one another has come to be regarded as a more 
traditional view (Lambert, Edwards, & Cable, 2003), and has not always been supported 
empirically (Conway & Briner, 2002a). It has been suggested that neither approach 
(directional and non-directional) is conceptually clear in terms of breach and fulfilment, in 
particular they do not acknowledge the potential for the level of contract fulfilment to differ 
(Lambert, 2011).
A third approach to contract fulfilment and breach is an expanded view (Lambert et 
al., 2003; Montes & Irving, 2008). The expanded view conceptualizes breach of contract as a 
perceived discrepancy between what was promised to one party to the contract, and what that 
party actually experienced in terms of delivery. Contract fulfilment, on the other hand, is a 
perception of equality between what was delivered and what was promised. The level of 
fulfilment ean also be thought to range from high levels, to low levels; each having a 
different impact on the employee (Lambert, 2011). As a result, this approach offers a more
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complex understanding of breach and fulfilment by acknowledging both deficiency and 
excess as precursors to a breach of eontraet.
The move away from the more traditional focus of breach and fulfilment has not only 
allowed for a more complex understanding of relationship between them to be developed, but 
has also enabled researchers to look at their independent effects on various aspects of the 
psyehologieal contract (Isaksson et al., 2010). Contract fulfilment has also been proposed to 
have positive benefits beyond that of the relationship with the employer, in terms of the 
health and well-being of the employee (Guerrero & Herrbaeh, 2008; Guest & Conway, 2004; 
Parzefall & Hakanen, 2010). And has been linked to the affective states that occur in the 
workplace through the related concept of perceived organizational support (Guerrero & 
Herrbaeh, 2008; Millward & Brewerton, 2000). Despite developments in the understanding 
of contract fulfilment and over-fulfilment, however, there does remain far less empirical 
research in comparison to that of contract under-fulfilment, or contract breach as it is more 
commonly referred.
1.12.2 Psychological contract breach and violation
Contract breach and contract violation have, in the past been used interchangeably to
describe how an employee perceives their contractual relationship when an organization fails
to meet the obligations of the contraet (Rousseau, 1995). Later however, a distinction
between breach and violation was made and is now accepted by the majority of psychological
contract researchers (Morrison & Robinson, 1997). A eontract breach is outlined as the more
cognitive understanding that the other party to the eontract has failed to fulfil their obligations
(for example, the employee perceives that there is a discrepancy between the amount of
training their organization had promised them and the amount of training they have received),
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and contract violation as the emotional reaction when the other party is perceived to have 
wilfully failed to fulfil these obligations (for example, a strong feeling of anger towards the 
organization when an employee perceives that they were purposefully not told about a 
training course that they could have attended) (Rousseau, 2011). Contract breach and 
violation are purported to be positively correlated (Zhao, Wayne, Glibkowski, & Bravo,
2007), though also conceptually distinct (Rousseau, 2011).
A further important distinction to be made is between unmet expectations and contract 
breach. Expectations are the general beliefs that an event/behaviour should, or will occur, 
whereas a promise is more specific with details of what the promise entails and why it will be 
upheld (Conway & Briner, 2005). This distinction has been supported empirically (Wanous, 
Poland, Premack, & Davis, 1992) with the finding that the negative effects of contract breach 
on job satisfaction, performance, and turnover intentions are far greater than the negative 
effects on these variables of unmet expectations. Research into contractual breach and 
violation perceptions has often focussed on the consequences of an employee perceiving a 
breach of contract. As such, perceptions of violation have received far less attention in the 
literature (Coyle-Shapiro & Parzefall, 2008).
1.12.3 Causes o f  psychological contract breach
There are various potential causes of psychological contract breach which can occur 
at all stages of the contract: from before the employee has commenced working at an 
organization, during the early weeks of the relationship, to several years of working for a 
company. Evidence suggests for example that past experiences of contract breach (with a 
previous employer), little communication or interaction with agents representing the 
organization, and a lack of formal socialization in the early days of joining a company can
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contribute to feelings of breach in newcomers to an organization (Robinson & Morrison, 
2000). Once in the company, there are potentially multiple causes of eontract breach. For 
instance, eomparing one's own psyehologieal contract to that of other members of the 
organization has been suggested as a potential cause behind pereeptions of eontract breach.
Ho (2005), in a theoretical approach to understanding the social influences on psyehologieal 
contraet breach suggested that unless eomparisons with others psychologieal eontraets are 
found to be favourable, the likelihood of eontraet breach perceptions will be higher as a result 
of pereeived inequity.
Equity theory is a type of social exchange theory advocating the need for fair, 
balaneed, and reciprocated exchanges (Adams, 1965). If an employer pereeives that they are 
inputting a similar amount as a eolleague, but the rewards they both receive as a result of 
their inputs are not equal, it makes intuitive sense that its outeome will be negative - 
particularly in terms of the employee’s attitudes towards their organization. It has been found, 
for example, that an employee who has experienced a eontraet breach is more likely to 
believe that their employer eannot be trusted (Robinson, 1995). Sueh a belief can thus lead to 
a deerease in employee contributions to the organization, as a result of limited motivation to 
maintain, or restore balance in the relationship (Chen, Tsui, & Zhong, 2008).
The relationships between supervisors and subordinates has also been implieated as
an important factor in predicting levels of perceived breach (Suazo, Tumley, & Mai-Dalton,
2008). Cognitive similarity and higher quality leader-member exchanges were related to
lower perceptions of eontract breach by employees. The implication here is that interactions
within the organization are of importance when understanding pereeptions of eontraet breach.
Research investigating the role of human resource praetiees have also implicated interactions
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(such as communication) as important to perceptions of contract breach (Grant, 1999). A 
higher incidence of psychological contract breach was perceived when there was a 
discrepancy between what an employee experienced and the management communications 
they received regarding the human resource management practices. Rousseau (2011, p. 203) 
summarises that "at least some breach is attributable to unrealistic contract beliefs and, 
relatedly, poor communication."
The causes of psychological contract breach are far less well understood than the 
consequences of breach. This is particularly true in terms of how these various factors are 
related to each other and the ways in which they could potentially combine to develop 
perceptions of psychological contract breach (Conway & Briner, 2005). Nonetheless, what 
can be taken from the research and theoretical perspectives is that organizations do have 
some control over the various potential cause of contract breach. Ensuring equity in 
employees’ contracts, effective communication between management and employees, and 
setting realistic expectations about the human resource management practices within the 
organization can all go some way to preventing perceptions of breach and the ensuing 
negative outcomes associated with these perceptions.
1.12.4 Consequences o f  psychological contract breach
How does a perception that the other party to the employment relationship have failed 
to fulfil their obligations impact upon the way an employee behaves at work? This question 
has received a vast amount of attention in psychological contract research. Zhao et al. (2007) 
suggests that job perceptions, social influence, or other organizational factors are not able to 
predict employee work related behaviours more effectively than the psychological contract 
construct. This may appear quite a bold statement at a first glance, yet the plethora of
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research eoneemed with the consequences of psychological contract breach would go a 
considerable way towards supporting it.
The perception that employees’ eontract has been breached has been found to 
decrease their levels of trust in the organization (Robinson, 1996; Zhao et al., 2007), 
commitment, the extent they feel obligated towards their organization (Coyle-Shapiro & 
Kessler, 2000), job performance, and organizational citizenship behaviours (Bal et al., 2010). 
On the other hand, perception of breach increases the levels of absenteeism (Decry et al., 
2006; Johnson & O'Leary-Kelly, 2003), and counterproductive workplace behaviours (Chao, 
Cheung, & Wu, 2011). There have, however, been potential moderators suggested in the 
relationship between breach and negative outcomes. High levels of supervisor loyalty, for 
example, was purported to moderate the relationship between perceived breach of eontraet 
perceptions and turnover intentions (Stoner, Gallagher, & Stoner, 2011). As a result, a 
pereeived breach of contract can have a negative impact on both the employee and the 
employer. The level of negative impact can nonetheless be minimised through organizational 
actions.
Much of the research discussed thus far has focussed on the impact that perceiving
contract breach has had on employee attitudes and behaviours. There is a growing literature
linking psychological contracts with emotion, however, it is an area that remains limited.
Contraet violation has had a predominant role to play in this area of research as it has been
considered the 'emotional' component of the psyehologieal eontract (Morrison & Robinson,
1997). Others, however, have also implicated emotions within psyehologieal eontract breach;
specifically in relation to the potentially negative impact psychological contract breach can
have on employees affeet and emotion (Conway & Briner, 2002a; Parzefall & Coyle-Shapiro,
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2011). A review of this literature is detailed in Chapter Three. The current thesis argues that 
there are empirical gaps in our understanding of emotion within the psychologieal eontract, 
particularly within psychological contract conceptualization - an imbalanee it aims to redress.
1.13 Summary
In reviewing the psychologieal eontract literature, a number of theoretical gaps in our 
understanding are evident, for example: how best can we empirically measure the eontents of 
the psychological contract? How do we conceptualise ‘the organization’ when talking about 
this relationship? The theoretical gap of interest to the current thesis, however, is the gap in 
our understanding of the link between emotion and psychologieal eontraets; in particular, 
how emotion is conceptualized within psychologieal contracts. At a theoretical level, current 
coneeptualization of emotion within psyehologieal eontraets appears largely implicit and 
understudied. The most explicit inclusion of emotion within current eoneeptualization is of 
emotion being a signifieant 'focus' of employees who pereeive a more relational 
psychological contract with their employer. The most empirieally researehed role of emotion 
within psychological contracts is how employees react emotionally to a speeific event, sueh 
as a breach of contract. The eurrent thesis addresses this limited theoretical inclusion of 
emotion within psyehologieal contract conceptualization, with the aim of making the 
importance of emotion more explieit and better understood at a theoretical level.
The following Chapter will outline the theoretieal understanding of emotion within 
the workplace. The spécifié focus will be on the aspects of emotion that will eontribute to our 
understanding of eonceptualizing emotion in psyehologieal contracts. This will be followed 
by a review of the literature that has specifically addressed the link between psyehologieal 
contracts and emotion. A review of this literature will further highlight the theoretical gaps
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that the current thesis will address, along with the methodologieal advancements that will be 
embraced.
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Chapter Two:
2. Emotion
2.1 Introduction
People are their emotions. To understand who a person is, it is necessary to 
understand emotion (Denzin, 1984, p . 1).
Emotions are a focal point of this research for the very reason stated in the above quote: they 
are the core of who a person is, and there is a “centrality of emotion in human affairs” (Greco 
& Stenner, 2008, p. 277). The context within which the current research is exploring emotion 
is within the workplace. The previous Chapter outlined the concept of the psychological 
contract and touched upon the way in which emotion is understood within it. From this 
review of the literature it became evident that our understanding of emotion within 
psychological contracts remains limited, particularly in relation to emotion forming part of 
their conceptualization.
A question to ask here is why are emotions important to our understanding of the 
workplace? Emotions form part of our own understanding of working life, often directing the 
way in which we think and describe our working lives: "work is experienced by people in 
very emotional ways" (Briner, 1999a, p. 321). Emotions are also implicated in an array of 
work-related behaviours and outcomes. For example, being emotionally intelligent has been 
linked to more superior decision making abilities (Hess & Bacigalupo, 2011), whilst 
management of one's emotions at work have been linked to negative health symptoms 
(Schaubroek & Jones, 2000). Emotions then not only help to explain workplace behaviours,
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they also form part of these behaviours - thus they are of significant importance to both the 
employee and the employer. This not only justifies the inclusion of emotion in organizational 
research, but promotes it as crucial if we are to gain a holistic understanding of employees in 
the workplace. This Chapter will give an overview of the literature surrounding the definition 
and conceptualization of emotion. It will also detail the measurement of emotion and how 
emotion is understood within the workplace. Following this Chapter the combined 
understanding we have at present of psychological contracts and emotion research will be 
discussed.
2.2 Definitions of emotion
Interest in emotion across a variety of subject areas has resulted in the knowledge of 
emotion from within a variety of contexts. Whilst this offers a more holistic understanding of 
the construct, these wide ranging contexts and disciplines have also generated some potential 
problems. There is, for example, a discrepancy amongst researchers and disciplines as to the 
accepted language and words used to describe emotion. Something thought to reflect the 
“vagueness of language” used when talking of emotion (Ortony & Turner, 1990, p. 316). In 
addition to this, the myriad of literature on emotion has resulted in an excess of theoretical 
models, opinions, and perspectives being introduced (Weiss & Cropanzano, 1996) making 
the bid for universality a remote possibility.
Despite the difficulty in coming to a universal agreement in defining emotion, it has 
been suggested that the majority of definitions hold four similar characteristics (Frijda, 1993). 
Firstly; there is an experiential element to the affect which distinguishes emotion from 
cognition. Secondly, the emotional experience and the appraisal of an event are complexly 
bound together. Thirdly, there is a link between the experience of an emotion and a
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physiological reaction, and finally an emotion experience increases arousal which in turn 
prepares the individual for the necessary action.
A theory which supports these four characteristics of emotion is that proposed by 
Weiss and Cropanzano (1996) known as the Affective Events Theory (AET). This theory 
made several departures from more traditional theories of emotion in a bid to focus on the 
"structure, causes and consequences of affective experiences at work" (p. 11). AET takes 
several directions which make it an applicable theory to the way in which emotion is 
understood in the current thesis. Firstly, time is implicated as a key parameter in our 
understanding of emotion - it fluctuates over time and thus must be acknowledged as such in 
conceptualization and measurement approaches. Secondly, AET emphasises that implicit 
within emotion definitions is the presence of an 'other'. The emotion that is experienced, is so 
in relation to an object or situation. This indicates the importance of another party to the 
experience of emotion. Be it an object or another person, there is a sense that an 'other' is 
necessary for emotion to be experienced; a perspective shared by other researchers of 
emotion: "Emotions, to be sure, do not emerge in isolation and they are not merely inner 
phenomena. They have objects, and they occur within some context" (Domagalski, 1999, p. 
840). This is also a perspective which sits well with the concept of a psychological contract in 
which there is a relationship between two parties.
2.2.1 Emotion and affect
Emotion and affect are often used interchangeably. Some researchers believe that this 
should not be the case due to differences in the individual’s conscious awareness of them 
(Damasio, 1999; Panksepp, 2000). Others, however, believe that they are suitable to be used 
interchangeably as affect is an important aspect of an emotion (Davidson, 2003). Taking
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direction from the AET, emotions are affective states that are directed at a certain object, 
person, or event. Affect is considered to be a component which makes up one’s emotional 
experiences, so when researching an emotional experience, affect will form a part of this 
understanding (Weiss & Cropanzano, 1996).
2.2.2 Emotion and mood
Another distinction that is made within emotion research is between what one would 
consider an emotion or a mood (Ekman, 1994; Watson & Clark, 1994a). Like emotion and 
affect, emotion and mood have been considered by some as interchangeable terms. Research 
encompassing both emotion and mood suggest that both are related to the way feeling states 
are subjectively experienced by individuals (Parkinson, Totterdell, Briner, & Reynolds,
1996). This similarity in process and outcome is a potential reason behind them being used 
interchangeably (Parkinson et al., 1996). Treating emotion and mood as synonymous, 
however, creates difficulties in the practicality of research as the underlying components of 
the two constructs are somewhat different.
Researchers have long asserted that moods and emotion can be distinguished along a 
specific set of criteria. These criteria include intensity, duration, focus, and frequency (Frijda, 
1993; Gray & Watson, 2001; Morris, 1989). Moods are, for example, longer term states of 
mind change which lack specificity in terms of ‘who’ the mood is directed towards and the 
behavioural responses associated with it. Emotions, on the other hand, are considered to be a 
brief experience, occurring for a shorter period of time but being directed towards a particular 
object or person. Despite having these specific distinctions, there is no denying that moods 
and emotions can influence one another or that one can potentially turn from one into the 
other. For example, when the focus of an emotion is lost it could transform into a more
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general mood (Frijda, 1993). Additionally, there has been a cautionary note made by some 
authors of too drastically distinguishing between mood and emotion as there can be instances 
where they do not sit neatly within these parameters (Weiss & Cropanzano, 1996).
These subtle, but distinct boundary differences made between mood and emotion 
have, however, been accepted by the majority of researchers in the field. They have also 
allowed for a better conceptual understanding of the two concepts, a positive step forward for 
the way in which emotions are researched. Clearer conceptualizations will allow 
methodology to be better tailored, capturing the essence of the concept under investigation.
2.2.3 Single or multiple dimensions
The valence an emotion takes is at the very heart of our understanding of that 
emotion; nevertheless, there are differences between major theories of emotion regarding the 
nature of emotional valence (Sacharin, Sander, & Scherer, 2012). Some theorists take a 
multidimensional approach to emotion in which an emotion is determined by its position on 
two, or more, dimensions. Plutchnik (1962, 1980) and Russell (1980, 1983) were keen 
proponents of this multidimensional approach and suggested a two-dimensional model in 
which emotions were placed along both valence and activation. This is known as a micro 
valence approach to emotion in which specific valences, such as moral goodness, power, and 
pleasantness are used to distinguish between emotion states. On the other hand, a single­
dimensional, or uni-dimensional approach to emotion advocates that one dimension is used to 
make analytical distinctions of emotion (Scherer, 2000). The dimensions used are often either 
activation or valence and allow you to categorise, or distinguish emotions on the basis of their 
positivity and negativity.
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A popular area of research to use the one-dimensional approach is that of affect; 
distinguishing between positive and negative affect (Schwarz, 1990). The one-dimensional 
approach is one of macro-valence where instead of a variety of specific valences, as with the 
micro-valence approach, one obtains an understanding of the individual's overall good or bad 
feeling. This underlying structural understanding has been proposed as an effective approach 
when attempting to compare situations. Given the focus of the current thesis -  to gain a 
clearer understanding of the how emotion can be conceptualized in different psychological 
contract types, the macro-valence approach was a suitable distinction to make, and was 
applied to the studies carried out within the thesis.
2.2.4 Categorization o f  emotion
The discrepancy in terminology used when describing specific emotion states (Ortony 
& Turner, 1990) does not appear to be such a significant issue when broadly separating 
emotion into positive or negative emotion states. In fact, the majority of researchers agree on 
these categorization boundaries making it a less contentious area of emotion research (Gray 
& Watson, 2001).
Contemporary understanding of emotion would acknowledge that both positive and
negative emotion play an important role in the emotional experience of individuals. This,
however, has not always been the case. The understanding of emotion, or ‘the passions’,
particularly in the West had been somewhat pessimistic with the rationalist dominance of the
literature directing a stronger focus on the more negative side of emotion (keeper, 1948;
Solomon, 1977). These ‘passions’ were regarded as something that needed suppressing as
they were often thought of as a reaction to something that human beings had no control over.
Researchers as early as keeper (1948), however, were suggesting the need to more explicitly
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acknowledge the role and importance of the positive side of emotion; in this instance in 
relation to motivation. As rationalist dominance waned, there was more widespread 
acknowledgement of the positive aspects of psychology. For example, the field of'positive 
psychology' was a perspective where ‘valued subjective experiences’ were of fundamental 
importance (Seligman & Csikszentmihalyi, 2000, p. 5). The understanding of emotion 
without at least an acknowledgement of both the positive and negative valences would seem 
illogical to a contemporary researcher. Categorization of emotion in the current thesis takes a 
macro-valence approach to emotion in which both positive and negative emotions are 
specifically sought to be understood in relation to psychological contract type.
2.3 Emotion as a process
Emotion, in a similar vein to psychological contracts are understood to be a process; 
an experience of ebb and flow (Weiss & Cropanzano, 1996). There are multiple events that 
can potentially lead up to an emotional reaction, and multiple emotional reactions contained 
within an emotional experience. The strength and type of emotion that is experienced is as a 
result of cognitive appraisal, which occurs at two levels (Lazarus, 1991). Early appraisal 
stages will determine the importance of the situation and the potential strength that the 
necessary emotion will take. Secondary appraisal acts to define the necessary emotion; 
focussing on the potential consequences of the event and how well the individual feels they 
will be able to cope with the event. It is postulated that the appraisal occurring at the 
secondary level is what will determine the actual emotion that is experienced (Weiss & 
Cropanzano, 1996). Emotions then are regarded as having a functional nature; interrupting 
the natural flow of events and directing, or organising behaviour around that particular 
emotion (Lazarus, 1991).
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Emotional appraisal sits neatly within sensemaking theory, the process of 
interpreting and making sense of the world around you (Weick, 1995). Sensemaking theory 
was also discussed in the previous Chapter in relation to psychological contracts being a 
process as it allows for questions such as ’how?' and 'why?' to be addressed. Within 
sensemaking theory there is the proposition that an interruption to routine lived experience 
will increase interpretation, in order to fit an event into your understanding of the world 
around you (Schütz, 1967; Weick, 1995). The process of making sense of the event, or 
interruption is the point at which sensemaking theory implicates the role of emotion, 
particularly if the interruption is interpreted as unexpected (Weick, 1995). AET also 
acknowledges the significance of an unexpected event as evoking emotional reactions (Weiss 
& Cropanzano, 1996). These authors explain that an affective event which disrupts the usual 
patterns of affect for an individual will be seen as a 'shock'.
At the very core of sensemaking theory is the appreciation and understanding of 
process; an understanding which runs in accordance with the conceptualization of both 
emotion and psychological contracts in the current thesis. Thus sensemaking theory is a 
suitable lens through which to study both emotion and psychological contracts. The questions 
that sensemaking theory can be used to address include the how and why questions. How do 
employees understand X? And why do they understand X in this way? This approach offers a 
deeper understanding of a particular phenomenon which can act to inform researchers’ 
interpretations. For these reasons sensemaking theory was applied to one of the studies within 
this thesis as a way to gain a deeper understanding of the processes involved in the 
relationship between emotion and psychological contracts. A review of the sensemaking 
literature, and the application of sensemaking theory to both psychological contract and 
emotion research, is outlined in Chapter Seven.
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2.4 Measurement of emotion
As previously discussed, there is an understanding in the literature that emotions are a 
process, a dynamic entity which ebb and flow (Arnold, 1970; Denzin, 1984; Deeper, 1948; 
Weiss & Cropanzano, 1996; Young, 1961). Nevertheless, much emotion research has relied 
on findings from one-time surveys or questionnaires (Diefendorff & Richard, 2003; Mann, 
2006). Although these methods of data collection have contributed significantly to our 
understanding of emotion, some researchers advocate that surveys and questionnaires 
implicate emotion as a static entity which can only be usefully measured in such a way.
Sturdy (2003), for example, argues that the pre-defined categorization of emotion, that is 
popular in the quantitative style questionnaires have resulted in our knowledge of emotion 
being limited to only statistical forms. It is suggested that the meaning behind emotion for an 
individual is lost somewhat due to these popular methods of data collection. The purpose 
behind these methods being to attempt generation of a more real, or concrete concept when in 
fact it is something that is far from fully formed (Greco & Stenner, 2008).
Qualitative methodology is, of course, one approach to data collection that would 
overcome the criticisms of quantitative research outlined by researchers such as Sturdy 
(2003). This method allows for individuals to describe their feelings in a way that makes 
sense to them and is not pre-defined by the researcher. Qualitative methods have been 
embraced by emotion researchers (Parzefall & Coyle-Shapiro, 2011; Sutton, 1991), and have 
been openly acknowledged as a necessary direction in furthering our understanding of 
emotion (Boudens, 2005). Other methods of data collection, such as daily diaries which can 
be both quantitative and qualitative have also been highlighted as a fruitful way of obtaining 
process-oriented data on emotion (Conway & Briner, 2002a; Conway & Briner, 2005).
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In addition to the theoretical gaps in the literature the current thesis is aiming to 
address, the methodological gaps are also of key concern. In light of this the first study in the 
thesis embraces both diary methods and qualitative methods in the first qualitative diary to 
date investigating psychological contracts and emotion. The important methodological 
contributions of the current research are touched upon in Chapter Three, but are discussed in 
more detail throughout the study Chapters (Chapters Five, Six and Seven).
2.5 Emotion in the workplace
It has been proposed that in order to fully understand and carry out successful 
interventions at both the organizational and individual levels we, as psychologists, must have 
a sufficient grasp of the emotional components involved in any such intervention (Briner, 
1999a). Views such as these can be found in many psychological writings in attempts to 
elevate the importance of emotion within organizational research, for example;
Emotions in the workplace are real. They are not, as was believed in
the 1950s, just annoyances which deflect us from objectivity. They are
the essence of human experience which are manifested in that context
which consumes most of our life’s energies -  our jobs (Muchinsky, 2000, p. 805).
The above quote highlights how the workplace cannot exempt itself from the influences of 
emotion and the early ideas that work places could be emotion-free environments is 
somewhat “unrealistic” (Stanley & Burrows, 2004, p. 10).
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2.5.1 Development in the understanding o f  emotion at work
Emotion does have a long history in organizational research, with the majority of 
early research focussing on the more broad concepts of job satisfaction and stress (Folkman 
& Lazarus, 1988; Russell, Altmaier, & Van Velzen, 1987). The focus of contemporary 
research, however, is with the specific states of emotion and mood, a move that was 
necessary for several reasons (Briner, 1999b). Firstly, investigating broad concepts alone 
overlooks the potentially significant specific feeling states. Secondly, general theories 
regarding individual’s satisfaction are oversimplified, and finally, general affective states 
have not been strongly linked to organizational related outcomes whereas specific affective 
states have. Others have gone further to assert that job satisfaction is not an emotional 
reaction, based on the adopted definitions and the questionnaires used to capture it (Weiss & 
Cropanzano, 1996). These authors suggest that satisfaction is a judgement, whereas affective 
experiences act to influence this judgement. Thus, they are distinct constructs, albeit with 
"overlapping causes and consequences" (p. 2).
A resurgence of interest into emotion research, specifically in a move away from job 
satisfaction and stress, was evident in a special issue dedicated to emotion research within 
organizational psychology (Fisher & Ashkanasy, 2000). This special issue contained a variety 
of research including mood and job characteristics, emotion displays from leaders in 
organizations, and emotional intelligence (Fox & Spetor, 2000; Lewis, 2000; Saavedra & 
Kwun, 2000). Its purpose was to highlight the possibilities still available within this area of 
research in a bid to motivate others to explore emotion further. There have since been 
continued developments in the knowledge and understanding of emotion within the literature. 
Of those there has been a significant amount of interest in the area of emotion work, the 
degree to which emotions are understood and acted upon by individuals.
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2.5.2 Emotion work
Emotion work is defined as "the act of trying to change in degree or quality 
an emotion or feeling" (Hochschild, 1979, p. 561). There are various ways in which people 
engage in, or can be affected by emotion work; such as, emotional labour which encompasses 
emotion regulation, emotional dissonance, and attending to display rules. Emotion work 
offers a broad understanding of a specific effort to shape, evoke, or suppress an emotion. This 
process, however, may not always be successful. Emotion work refers to the active process of 
attempting to change an emotion, not necessarily the outcome of the emotion.
Emotional Labour and Emotional Regulation: “Emotional labour” was first 
introduced by Hochschild (1983) and has since become a highly researched area of emotion 
within the workplace. It has been described as "the effort, planning and control needed to 
express organizationally desired emotion during interpersonal transaction" (Morris & 
Feldman, 1996, p. 987). There are both cognitive and behavioural components to emotional 
labour: the conscious acknowledgement that an emotion is or is not suitable to display in the 
workplace, and the behavioural act of displaying the appropriate emotion (Wharton, 2009). 
There are also both internal and external components (Morris & Feldman, 1996). Internally, 
there is the potential for a conflict between the emotion that one would like to display and the 
emotion that one knows are expected to be displayed, known as cognitive dissonance. 
Externally, there are demands regarding the expectations, or expected, emotions and the 
intensity at which these emotions are expected to be displayed, for example, display rules 
(Mann, 1999).
An “emotion display” is the outward expression of the emotion an individual is 
feeling (Matsumoto & Willingham, 2006). Display rules within organizations tend to be far
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more restrictive than those of society more generally, with very few emotional expressions 
deemed acceptable for display at work (Mann, 2006). It has been suggested, for example, that 
within organizations, negative emotions are not categorized within the bounds of acceptable 
emotions to display whereas positive emotions are (Diefendorff & Richard, 2003). This 
proposition has shades of the early understanding of emotions (the 'passions') in which 
negative emotions were considered something that should be suppressed (Deeper, 1948; 
Solomon, 1977). Later research, however, found that the display rules within organizations 
are in fact more complex than previously suggested (Diefendorff, Richard, & Yang, 2008). 
For example, in this study, control of emotions was far stronger when directed towards a 
customer target than a co-worker target. Both positive and negative emotions were expressed 
but in a far less intense manner in comparison to the extent the emotion was actually felt. 
Also, the display rules that were employed by individuals varied depending on the discrete 
emotions that were felt (Diefendorff et al., 2008).
“Emotion regulation” is another component of emotional labour which has been 
researched within organizations. Emotion regulation are the strategies that individuals apply 
to remain in control, and regulate the emotions they are experiencing (Bal, Chiaburu, & Diaz, 
2011). Various studies have proposed that the emotion regulation strategies used by an 
individual can have impacts upon work-related behaviours and on the affective reactions to a 
situation (Bal et al., 2011; Bal & Smit, 2012).
The impact of emotional labour is proposed to be on both work productivity and 
effectiveness. For example, peer rated service delivery and customers intentions (Grandey, 
2003; Tsai, 2001), as well as the well-being and job attitudes of the employee (Brotheridge & 
Grandey, 2002; Diefendorff & Richard, 2003). The research on emotional labour thus
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implicates an important role for management of emotion within the workplace. Emotion 
management has become very popular within organizational research in the form of 
emotional intelligence.
2.5.3 Emotional intelligence
Adhering to display rules inherent within the organization suggests that an employee 
knows his/her own emotions and can recognise others’ emotions. Through management of 
one's emotions in this way you can be considered as being emotionally intelligent (Goleman, 
1996, 1998). The most widely accepted definition of emotional intelligence comes from 
Salovey and Mayer (1990, p. 189) as "the ability to monitor one’s own and others’ feelings 
and emotions, to discriminate among them and to use this information to guide one’s thinking 
and actions”.
Emotional intelligence gained popularity within several areas of organizational 
research. Perhaps most prominently within the field of selection and assessment where 
emotional intelligence was regarded as a positive attribute to have. For instance, managers 
with higher levels of emotional intelligence were argued to display higher levels of 
performance and higher well-being (Slaski & Cartwright, 2002). Emotional intelligence has 
also been successfully applied to organizational development, and again has been proposed to 
be a positive attribute. Hess and Bacigalupo (2011), for example, found that employees who 
had good emotional intelligence skills were better able to enhance the quality of their 
decision making abilities.
Research on emotional intelligence and emotion work goes to show that emotions are
a consciously significant component of an employee’s working world. As Hochschild (1983)
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suggested, emotions are not just instinctual. There is also a conscious element to the 
assessing, labeling, and managing of one's emotions in the workplace and they are a useful 
way of "knowing about the world" (p. 29). The aforementioned literature would thus propose 
that emotions are something that can be acknowledged, modified, and managed by an 
employee.
2.6 Summary
Emotions then are a way for employees to understand themselves, others and the 
world in which they live. They can be managed by the self or managed by others, and can 
impact upon both the employee and the organization. The literature reviewed here highlights 
a significant role of others in the emotions that an employee experiences; the implication 
being that within a work relationship emotion plays a crucial role.
2.6.1 Emotion in the current thesis
The conceptualization of emotion within the current thesis, as outlined in the literature 
discussed above, is that it is a process oriented construct used by employees in making sense 
of, and actively engaging with their working lives. Emotion is an undeniably complex 
construct to research and understand, yet one that is central to our knowledge of employees 
attitudes and behaviours.
The focus of this thesis is on our understanding of emotion within the psychological contract. 
Taken together with the previous Chapter, the knowledge we have is that:
>  Psychological contracts and emotions are both process oriented variables in which 
proposed links have been made to various work related attitudes and behaviours of 
employees.
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> There is an implicit acknowledgement of emotion within the conceptualization of 
psychological contracts.
> Explicit acknowledgement of emotion in psychological contract conceptualization is 
that relational contract types have an emotion 'focus'.
> The majority of our knowledge surrounding the link between emotion and 
psychological contracts is that emotions are a reaction to a specific event within the 
contract, such as a contract breach.
Theoretically there is a gap in the literature explicitly addressing the role of emotion 
within the psychological contract at a conceptual level. The result of such a gap is a limited 
understanding of the way in which the psychological contract is understood, made sense of, 
and played out by the employee. Through empirical investigation of the conceptual 
importance of emotion within psychological contracts we will greatly extend our 
understanding of these employment relationships and subsequently any practical 
interventions that are developed. The following Chapter will review in more detail the extant 
literature which has investigated a link between psychological contracts and emotion and 
where the gaps in the literature are. It will also address the methodological advances that have 
been put forward as potential avenues for furthering our knowledge of these constructs. The 
theoretical gaps and methodological advancements that the current thesis addresses will be 
outlined before the first of four studies is detailed in Chapter Five.
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Chapter Three:
3. Psychological contracts and emotion
3.1 Introduction
Chapters One and Two have discussed at length the theoretical approach to both 
psychological contracts and emotion that will be taken in this thesis. They have also 
highlighted a gap in the literature - a limited theoretical understanding of how emotions form 
part of the conceptualization of psychological contracts. The purpose of this Chapter is to 
review extant literature combining psychological contracts and emotion to gain a clearer 
understanding of our knowledge thus far. It is also to highlight some of the methodological 
approaches to studying this topic that have been put forward as crucial to developing our 
understanding in line with conceptualization of the constructs. The Chapter will conclude by 
detailing the specific theoretical gaps that will provide the focus of this thesis, and how these 
gaps will be addressed.
Acknowledgement of the relationship between emotion and psychological contracts 
as mutually influential (Forgas, 2006) addresses the divide that has often implicated an 
independence of cognition and emotion processes in psychological contract research. 
Understanding of emotion within psychological contracts has grown significantly since 
Rousseau's (1989) seminal reconceptualization of the concept, having since been linked to 
several areas of psychological contracts, including: contract breach, contract fulfilment, 
contract over fulfilment, contract contents, contract creation, and contract change. The types 
and conceptualizations of emotion researched in relation to psychological contracts have also 
been varied. These include: emotional labour, emotional exhaustion, emotion regulation, and 
contract violation. Despite the wide purview of research that has integrated emotion and
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psychological contracts, the research remains somewhat biased; the majority of focus being 
on emotional reactions to events, particularly negative events such as contract breach. Our 
knowledge of the relationship between psychological contracts and emotion may be far 
greater than it was, but there remain significant gaps in understanding, both at a conceptual 
and empirical level.
3.2 Definitions of emotion
As discussed in detail in Chapter Two, definitions of emotion are far from universal. 
Multiple models, theories, and perspectives of emotions in the literature have resulted in 
multiple definitions of emotion emerging (Weiss & Cropanzano, 1996). In addition to this, 
terms used to reflect emotion within research also differs. One of the most apparent in the 
literature is between emotion and affect, which are often used interchangeably. As was 
discussed in the previous Chapter, direction in the current thesis is taken from the Affective 
Events Theory (AET) in which emotions are affective states, and thus form part of our 
understanding of emotional experience (Weiss & Cropanzano, 1996).
It is potentially the definitions of emotion that have influenced the direction of 
research implicating emotion within the process of psychological contracting. In particular 
there is the proposition that emotion has direction (Frijda, 1993), and also that emotion is 
proposed to be a reaction to an event (Weiss & Cropanzano, 1996). These definitional 
components of emotion go some way towards explaining the unequal balance in the literature 
of investigating emotional reactions to a specific event within the contract. These are 
nonetheless only some of the components making up the definition of emotion. Emotion is 
also a process oriented variable which organises itself around a particular theme. It is this
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acknowledgement of organization within emotion that has helped to guide the direction of 
this thesis.
3.3 Psychological contracts and emotion as processes
The emotional interactions an individual experiences with their environment are 
ongoing and are part of the emotional processes that occur in daily life. These interactions, 
however, are not random but are in fact logical and organized around a single theme (Frijda, 
1993). This idea of a single 'theme' in which emotions are organised resonates with the 
cognitive process of schemas - mental structures used to enable the organization of 
knowledge (Beck, 1967). Psychological contracts are acknowledged as being mental models, 
acting to guide employees’ interpretations of their working lives (Rousseau, 1995). In 
particular, contract type is understood to be an important schema used by employees in 
organizing work related information. From this there is the potential that psychological 
contract type and emotion are bound together in forming an understanding and the 
organization of information by employees.
Explicit conceptualization of emotion within psychological contracts has been in the 
categorization of specific contract types, namely transactional and relational contracts. The 
emotive differences in these contract types are: relational psychological contracts value 
collaboration and contain the socio-emotional elements of the relationship, whereas 
transactional psychological contracts are more calculated and monetary focussed (Rousseau, 
1995). The single underlying theme with which emotions are interpreted and made sense of 
by employees could thus be the type of contract they perceive they hold with their 
organization - relational or transactional. Implying that both transactional and relational 
contracts are linked to emotion is, however, contrary to current conceptualization of these
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contract types (Rousseau, 1995). Emotion has, thus far only been implicated within relational 
psychological contracts. Transactional psychological contracts being conceptualized as 
relatively void of emotion. Questioning this conceptualization and empirically testing the 
accuracy of it forms the foundations of this thesis and will be discussed in more detail later in 
the Chapter.
3.4 How psychological contracts and emotion are linked currently linked
The majority of psychological contract and emotion research has been carried out in 
relation to a specific event within the relationship - most notably a significantly negative 
event, such as a contract breach or violation (Bal et al., 2011; Morrison & Robinson, 1997). 
Others, however, have investigated how emotions are implicated in reactions to both contract 
fulfilment (Guerrero & Herrbach, 2008) and contract over fulfilment (Conway & Briner, 
2002a).
3.4.1 Psychological contract fulfilm ent
Contract fulfilment currently exists in the shadow of contract breach research, much 
like all research investigating emotion and psychological contracts. There is nonetheless 
evidence to suggest that fulfilment of a contract has a positive outcome for the employee. 
Conway and Briner (2002b) for example suggest that when obligations in a relationship have 
been met there is a link to positive affective states, such as enthusiasm. This was particularly 
the case in part-time employees. Conway, Guest and Trenberth (2011a) also found that 
contract fulfilment showed some positive impact on both affect and attitudes of employees.
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Contract fulfilment has been linked to perceived organizational support (POS) - the 
level of support an employee perceives they are given by their organization, determining their 
level of reciprocation (Coyle-Shapiro & Conway, 2005). POS has previously been 
understood to be an indirect, or 'proxy', measure of psychological contract fulfilment 
(Millward & Brewerton, 2000). This is supported by research proposing that the activation of 
affect (both positive and negative) was related to psychological contract fulfilment indirectly 
(Guerrero & Herrbach, 2008), tis relationship being fully mediated by an employee's level of 
POS.
Our understanding of the emotion an employee experiences when their psychological 
contract has been fulfilled is far from extensive, a deficit in knowledge which is largely a 
result of underrepresentation in the literature. Some researchers have suggested that this 
underrepresentation is due to the less appealing nature of exploring a relationship that is 
fulfilled; exploring a relationship that has been breached and requires a re-establishment of 
trust is of more interest to researchers and practitioners (Guerrero & Herrbach, 2008). This 
view is somewhat negative of both the employment relationship, and the approach to which 
researchers and practitioners are addressing organizational issues. Focussing more on the 
positive side of contractual relationships, such as when they are functioning well, would be to 
embrace the emerging positive psychology movement (Seligman & Csikszentmihalyi, 2000). 
Taking a more positive psychological approach to emotion and psychological contracts may 
enable practitioners to offer organizations advice on how to maintain good relationships and 
the benefits of doing so for both the organization and the employees within it.
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3.4.2 Violation o f  the psychological contract
Contract breach and contract violation, as previously discussed, are regarded as 
interrelated but independent from one another (Suazo, 2011; Zhao et ah, 2007). Perceiving a 
breach of contract does not always result in perceptions of contract violation, however, a 
contract violation perception is home from a perception of contract breach (Rousseau, 2011). 
The perception of a violation of contract is dependent on the way in which a contract breach 
is interpreted by the employee. Should an employee perceive the organization’s failure to 
fulfil their contract as wilful, then the potential for an experience of contract violation is 
increased (Rousseau, 2011). Sensemaking theory is thus implicated within the violation 
literature - the perception of the contract breach, and the way it is made sense of by the 
employee, ultimately determines the likelihood of contract violation being perceived.
The emotions experienced in a perception of contract violation are generally very 
strong, often including anger, betrayal, resentment, and a sense of deep psychological distress 
(Morrison & Robinson, 1997; Robinson & Rousseau, 1994). As such, these emotional 
reactions can have deleterious impacts upon psychological contract perceptions, attitudes and 
behaviours of employees. For example, a perception of contract violation can reduce the 
likelihood of employees engaging in civic virtue behaviours, and subsequently organizational 
citizenship behaviours (Robinson & Morrison, 1995). There is also evidence that the 
experience of contract violation is linked to the likelihood of turnover and the level of trust an 
employee feels towards their organization (Robinson & Rousseau, 1994). Given that trust 
incorporates both cognition and emotion (Lewis & Weigert, 1985), it would follow that the 
cognitive perception of a lack of trust in the relationship would be accompanied by an 
emotional reaction to this perception.
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Contract type has also been linked to experiences of contract violation (Robinson et 
ah, 1994; Robinson & Rousseau, 1994a); for example, those who perceive a more relational 
psychological contract with their organization are proposed to be more likely to perceive an 
experience of contract violation than their colleagues who perceive a more transactional 
contract with their organization. A greater emphasis on the relationship itself is in those who 
perceive a relational contract with their employer is a potential explanation for this increase 
in violation perception (Robinson & Rousseau, 1994). Interpretations of events then are 
influenced by the type of relationship an employee perceives they hold with their 
organization, a point that will be returned to later in the Chapter. Contract violation research, 
in the main, has focussed on two areas: the organizational and contractual factors that could 
potentially impact upon experiences of contract violation, and the organizational outcomes 
linked to experiences of contract violation.
3.4.3 M ediating and moderating factors
The violation literature has explored whether other organizational variables can act to 
mitigate or exacerbate the relationship between contract violation and the potential negative 
outcomes previously mentioned (such as decreases in civic virtue behaviours and an increase 
in turnover). Organizational practices, for example, such as discrepancies between pay and 
benefits that were expected and those that were eventually received, or who the commitment 
was made from, are examples of contextual factors that can increase the likelihood of 
contract violation being perceived. Commitments made by a co-worker, for example, would 
be far less likely to evoke feelings of violation than would a commitment made by an 
employee's supervisor when those commitments were not met (Tumley & Feldman, 1999).
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Stoner and Gallagher (2010) assert that the level of involvement an employee has 
with their work was linked to employees’ reactions to contract violation. In line with 
cognitive dissonance theory (Festinger, 1957), the research proposed that those employees 
who were psychologically interested in their work (high job involvement) reacted less 
negatively to contract violation than did those who were not interested in their work (low job 
involvement). The conclusion being - those who had high job involvement reduced the 
dissonance they were experiencing through justification or rationalization, in relation to 
external factors (Stalder & Baron, 1998; Stoner & Gallagher, 2010). Psychological contracts 
are considered to be cognitive schemas and the information that is received within that 
schema needs to be interpreted in a way that that is either in line with, or develops that 
schema (Rousseau, 2001). Making sense of the violation in a way that maintained current 
schemata potentially acted as a way of preventing the negativity associated with experience 
of contract violation from impacting on the employees’ attitudes and behaviours.
Research exploring the mediating role of contract violation states that the negative 
behaviours and attitudes (such as a decrease in job satisfaction and affective commitment 
towards the organization) that can occur after an employee perceives a breach of contract do 
so because there was also a sense of violation (Raja et al., 2004; Zhao et al., 2007). For 
instance, contract violation fully mediated the effect of contract breach perceptions on 
employees’ level of commitment and trust towards the organization (Dulac et al., 2008). This 
mediating role has also been researched in relation to workplace deviance (Bordia, Restubog, 
& Tang, 2008); supporting the mediating role of contract violation, through developing an 
understanding of the motivational underpinnings of workplace deviance. The conclusion 
being that a broken promise (contract breach) leads to feelings of violation, encouraging
72
contemplation of revenge by the employee and resulting in the employee acting via 
workplace deviance.
Together, these findings support the proposition that emotions can mediate the 
relationship between events in the workplace and the behavioural and attitudinal reactions 
from the employee (Judge, Scott, & Hies, 2006). This proposition runs in accordance with 
AET (Weiss & Cropanzano, 1996) - the theory postulates that a work related event can evoke 
an emotional reaction, which in turn influences the attitudes and behaviours of the employee. 
Contract violation then, the 'emotional' component of the contract, has offered a fundamental 
insight into a potential way emotions are implicated within the psychological contract.
What contract violation research has done is support the importance of researching 
emotion within the contractual relationship. It is not only cognitive perceptions that can 
influence the attitudes and behaviours of employees, but also the emotional perceptions and 
experiences. This area of research, however, is contributing to our ever growing 
understanding of emotion in relation to a significantly negative event. The intense negative 
emotions that result as a cause of violation perceptions are perhaps part of the reason why it 
has received less empirical attention than psychological contract breach. Breach of contract is 
still able to evoke emotional reactions. These less intense negative reactions are, however, 
more common within the working relationship and thus more obtainable to research 
empirically.
3.4.4 Psychological contract breach
Psychological contract breach is by far the most studied aspect of psychological 
contracts to date and has led the way in research on contracts and emotion in the workplace.
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As previously mentioned, an emotional reaction to a breach of contract does not necessarily 
signify contract violation (Rousseau, 2011). A less intense emotional reaction can occur as a 
result of a contract breach but still create a significant emotional reaction in the employee.
A key paper that has contributed to our understanding of psychological contracts and 
emotions is a diary study carried out by Conway and Briner (2002a). Several unique 
directions were taken in this research; one of which was a focus on both contract breach and 
contract over fulfilment, looking specifically at broken and exceeded promises. These authors 
concluded that the emotion experienced after a broken promise was significantly different 
from the emotion experienced after an exceeded promise. Whilst the former evoked feelings 
of hurt, the latter evoked feelings of being cared for by the organization; emotion valence 
being the key distinguishing factor in these two experiences. The research also implicated the 
experience of a broken promise as having a far greater impact on the daily mood of the 
employee than did an exceeded promise. The researchers assert that this runs in accordance 
with previous research proposing a negative event is better able to predict affect in an 
individual than is a positive event (Stone, 1987).
Conway et al. (201 la) furthered understanding of this distinction by researching
contract fulfilment and contract breach. The findings implicated that a breach of contract was
an important determinant in both negative affect and employee attitudes. And whilst contract
fulfilment showed some impact on both affect and attitudes, this impact was far less than that
of contract breach. Supporting conceptualizations of contract breach and fulfilment being
qualitatively different experiences (Rousseau, 1995). The findings also go some way to
supporting previous research on the impact of positive and negative contractual experiences
on emotion (Conway & Briner, 2002a). What the aforementioned research found was a link
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between a specific event (contract breach) and specific emotions experienced by an 
employee. What these findings did was provided a platform from which to explore the 
potential that this proposed link would impact upon the attitudes and behaviours of 
employees. The directional focus of research as a result of this was towards the variables that 
could potentially impact upon this relationship.
3.4.5 Factors influencing the emotional experiences o f  contract breach
The relationship between psychological contract breach and an emotional experience 
has been linked to various processes, perceptions, and outcomes. Those that will be focussed 
on here are: the process of emotion work, including emotional regulation; perceptions of 
organizational support and organizational leaders; and also emotional exhaustion as a 
reaction to psychological contract breach.
Emotion work: As discussed in the previous Chapter, emotion work is defined as "the 
act of trying to change in degree or quality an emotion or feeling" (Hochschild, 1979, p. 561). 
This process may not always be successful; emotion work refers to the process of attempting 
to change your emotion, not necessarily the outcome of the emotion. The main focus of 
emotion work within psychological contracts has been emotion regulation; the strategies 
applied by individuals to regulate the emotions they are experiencing (Bal et al., 2011). Bal et 
al. (2011) proposed that the emotion regulation strategies employees applied to experiences 
of a perceived breach of contract could mitigate the potentially negative impact the contract 
breach could have on proactive behaviours. Cognitive change is the reappraisal or reframing 
of an event that acts to change the meaning of that event for the individual (Diefendorff et al., 
2008). Attentional deployment of the event, on the other hand, is the focussing of attention 
away from the negative event towards something more positive. The study proposes that
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cognitive change was a far more effective strategy at enabling the employee to cope with the 
contract breach. Emotion regulation strategies used after perceived contract breach have also 
been linked to age. For instance, Bal and Smit (2012) assert that there were age-related 
differences in the types of strategies that were used and also the strategies that were most 
effective for different ages in encouraging more positive affective reactions. Bal and Smit 
(2012) contend that the reappraisal of a situation to alter its emotional significance was more 
effective than other strategies at encouraging positive affect after an experience of contract 
breach in all ages. Suppression strategies (not expressing, or hiding emotions in an attempt to 
maintain an exterior of a neutral mood (Van Dillen & Koole, 2007), on the other hand, were 
found to have a negative impact on the older workers positive affect, but no such negativity 
was found in the younger workers.
An important finding from the Bal and Smit (2012) study was that contract breach 
was not always experienced as having a negative impact on affect. The study concluded that 
in several regulation categories (including high reappraisers) positive affect was increased 
after perceiving an experience of contract breach. This finding does not run in accordance 
with previous research, and accepted understanding surrounding the impact of contract 
breach on employee affect (Conway & Briner, 2002a). It does, however, fit with later 
propositions in which sensemaking is acknowledged in the process of experiencing a breach 
of contract. Both Conway and Briner (2005) and Bal and Smit (2012) contend that whilst 
contract breach is linked to an increase in turnover intentions (Zhao et al., 2007), this may not 
always be a negative experience for the employee. An employee may embrace this as a step 
in the direction of something new and exciting. The extent to which an employee perceives it 
to be a positive or negative event is thus a function of their interpretation of the situation 
(Weick, 1995).
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The findings from emotion regulation studies suggest that employees do not just 
perceive a breach of contract and experience a related emotion. Their appraisal of the event 
and subsequent interpretations of what the event means to their current situation can serve to 
influence the emotions that are experienced. The relationship between contract breach and 
affective reactions is consequently more complex and nuanced than has previously been 
acknowledged (Bal & Smit, 2012). Indeed, lack of emotion regulation can lead to the 
experience of emotional exhaustion.
Emotional exhaustion: Emotional exhaustion is regarded as a chronic state of 
depletion, both physically and emotionally (Cropanzano, Rupp, & Byrne, 2003); 
understandably a state that employers and employees alike would seek to avoid. Whilst some 
have found a direct link between the experience of a contract breach and feelings of 
emotional exhaustion (Gakovic & Tetrick, 2003), others have suggested a more complex 
relationship (Johnson & O'Leary-Kelly, 2003). Johnson and O'Leary-Kelly (2003) found the 
relationship between contract breach and emotional exhaustion was mediated by 
organizational cynicism. Organizational cynicism has been defined as an attitude, relating 
specifically to the belief of an employee that their organization lacks integrity (Dean,
Brandes, & Dharwadkar, 1998). Those with high levels of affective cynicism (but not 
cognitive cynicism) were found here to experience higher levels of emotional exhaustion.
Organizational cynicism encourages more apathy-based reactions, such as a sense of 
weariness or resignation (Andersson, 1996), similar to the impact of emotional exhaustion in 
being a sense of depletion. The result of this emotional exhaustion had little impact on work- 
related behaviours. Nevertheless, it did impact upon the work-related attitudes of 
organizational commitment and job satisfaction. Organizational cynicism was also found to
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have an indirect effect on work related behaviours - such as job performance and turnover 
intentions (Cropanzano et al., 2003). Emotional exhaustion then is not only a negative 
outcome for an employee, but can also have negative consequences for the organization in 
terms of workplace performance. Maintaining a sense of integrity then is something an 
organization should seek to achieve to avoid negative emotional consequences.
Organizational leaders: Organizational leaders’ emotional displays and the impact 
these can have on the emotional perceptions of their subordinates have recently been the 
focus of research (Bull Schaefer, 2010). Bull Schaefer (2010) found that when a leader 
perceived their employer to have under fulfilled their contract, perceptions of the leader’s 
subordinates were of an increase in behavioural intentions to leave the organization and also 
less positive emotional displays in their leader. These perceptions then had a knock on effect 
in terms of the subordinates’ own contracts and their perceptions that the organization would 
then be likely not to fulfil their own contractual obligations.
Although contracts can be regarded as idiosyncratic and the perceptions of the 
individual (Rousseau, 1995), the context in which their contract is created, maintained, and 
developed also needs to be taken into consideration. This is particularly true of those who can 
influence the contract, such as supervisors and leaders. AET (Weiss & Cropanzano, 1996) 
postulates that close working relationships are especially likely to generate emotional 
responses. It has also been suggested that other’s affective states or moods (e.g., anxiety, 
irritability, and enthusiasm) can ‘transfer’ to another individual, particularly if they are 
interdependent in their work connections (e.g., leader-member relations, intra-team 
relationships) (Doherty, 1997; Hies, Wagner, & Morgeson, 2007). It would appear then that
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not only can the contract itself be influenced by significant others (Rousseau, 2004), so too 
can the employees’ affective reactions to events that occur within their relationship.
Perceived organizational support (POS): It has been proposed that affective reactions 
to a perceived contract breach are impacted upon by the level of support that an employee 
perceives they are getting from their organization. POS has been found to fully mediate the 
relationship between perceived breach and positive affect, whilst partially mediating the 
relationship between perceived breach and negative affect (Suazo & Tumley, 2010). POS is 
thought to be an indirect measure of psychological contract fulfilment (Millward & 
Brewerton, 2000), suggesting a positive perception of the organization. This perhaps goes 
some way to explaining why perceptions of organizational support were positively related to 
positive affectivity and mediated the relationship between positive affect and perceived 
breach. The individual difference characteristics, such as positive affect, were found to 
influence general perceptions of the amount an organization cared for, or supported their 
employees which subsequently impacted upon the interpretations made of specific events 
within the organization (Suazo & Tumley, 2010). The difficulty facing organizations then is 
that the support they offer will most likely be perceived by different employees in a different 
way. As such, the support they offer employees should thus be tailored to their individual 
needs.
3.4.6 Making sense o f  contract breach and emotions
Thus far the evidence provided has taken a quantitative approach towards finding a
link between contract breach and the role of emotion. Recent developments in the area have
addressed this overreliance on quantitative approaches in the literature and explored how
employees make sense of a perception of psychological contract breach (Parzefall & Coyle-
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Shapiro, 2011). Adopting a sensemaking perspective (Weick, 1995) to explore and 
understand this link more fully from the perspective of the employee. The findings suggest 
that multiple meanings are ascribed to the experience of a breach of contract and a common 
reaction of employees is to find a 'culprit' for the breach through attribution of responsibility. 
Previous researchers have also implicated the importance of attributions surrounding contract 
breach (Robinson & Morrison, 2000; Tumley & Feldman, 1999). When the contract breach is 
perceived to be intentional, as opposed to a result of environmental factors that the 
organization had little or no control over, then the outcome of the breach 'will be more 
extreme. This mns in line with the understanding that a contract violation occurs when a 
breach of contract is perceived to have been carried out wilfully by the employer (Rousseau, 
2011).
Parzefall and Coyle-Shapiro’s (2011) research outcomes, however, extend these 
findings by suggesting an intentional breach of contract was linked to the traits of the 
manager, something they could not change. The result of this attribution was to maintain the 
understanding of the relationship that made sense to the employee. How sense was made of 
the situation was also found to be linked to the emotions that were experienced. Although 
there were intense and enduring emotional reactions to a breach of contract that were not 
easily forgotten, reffaming or rationalizing the event allowed a positive relationship with the 
organization to be upheld through maintaining cognitive consistency. This qualitative 
research thus supports findings that emotional regulation (such as reappraisal) (Bal et al.,
2011; Bal & Smit, 2012) can be a key quality used by employees to reduce the negative 
emotional impact of perceiving a breach of contract.
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3.4.7 Personal dispositions
Some researchers have suggested that emotions are implicitly important in 
psychological contracts, outside the focus of psychological contract breach, violation, or 
fulfilment. The focus being the idiosyncratic nature of the contract, with emphasis put back to 
the conceptualization of the contract being a combination of both organizational influences 
and the dispositions of the employee (Rousseau, 1995, 2001).
Links between personality and psychological contracts have been proposed in the 
literature (Ho et al., 2004; Raja et al., 2011 ; Raja et al., 2004). Raja et al. (2004), for example, 
focussed on different personality types and how these were linked to employees’ choice of 
contract (namely transactional and relational contracts). With only three of the Big Five 
personality constructs (Goldberg, 1990) being included in this research, Tallman and Bruning 
(2008) developed this proposition with the inclusion of all five constructs. An important 
finding from this research was that the strongest relationships between personality and 
psychological contracts were concluded as being in the more emotional dimensions of the 
Big Five. Specifically, Neuroticism, Extraversion, and Agreeableness were all strongly 
related to psychological contracts. The implication here is that psychological contracts are 
emotionally charged, not just in relation to a positive or negative event occurring within the 
relationship, but more generally in terms of the contents that make up the contract (Tallman 
& Bruning, 2008). The need for emotions to be considered as "inherent to psychological 
contracting" (Tomprou & Nikolaou, 2011, p. 356) has not gone unnoticed, nonetheless is 
remains a hugely understudied and fruitful area of research.
From the evidence presented it is clear that the role of emotions within psychological 
contracts has become an ever growing interest for researchers. The areas of emotion and
81
psychological contracts studied have been varied, however this variation has not received an 
equal proportion of attention by researchers. The empirical attention directed towards 
emotional reactions to a specific event, such as a contract breach and the factors which can 
serve to influence this reaction has not been afforded to other areas of research. Recent 
developments in the area have taken two key steps; firstly, to embrace alternative methods in 
researching the constructs, and secondly, to enhance our knowledge of emotions’ role in 
psychological contracts beyond that of contract breach, fulfilment and violation. The current 
thesis, however, contests that we have yet gone far enough in uncovering the implicit nature 
of emotion within the conceptualization of the psychological contract, or in embracing 
alternative methods of data collection. Taking each of these in turn, discussion will now focus 
on how this thesis will address gaps in the literature and embrace alternative methods of data 
collection in the process.
3.5 Developments in psychological contract and emotion research
The focus of psychological contract and emotion research, as discussed above, has 
been predominantly in the realm of contract breach. Encouraging further expansion of this 
area is not to deny that psychological contract breach research is not important. The 
emotional links to experiences of contract breach have been, and will continue to be 
fundamental in developing our understanding of psychological contracts more generally.
They have also provided a foundation from which to explore the relationship between 
contracts and emotions further. Widening the scope serves purely to offer a more holistic 
understanding of the phenomena, reintegrating the emotional significance of contracts into 
their conceptualization.
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The areas of psychology that have received empirical attention in relation to emotions 
have been contract breach, violation, fulfilment, over-fulfilment, change, and creation.
Several studies have explored how different aspects of the psychological contract are linked 
to different types of relationship an employee can perceive with their organization. Although 
this area of research has received less attention than others, it has been suggested that 
"contract type does indeed matter" (Raja et al., 2011, p. 414) when attempting to understand 
the links between psychological contracts and organizational behaviours. The link between 
contract type and emotion however is often more implicit than the links to behaviour.
Saunders and Thornhill (2006) explored the relationship with the organization, as 
perceived by the employee following an experience of forced contract change. The findings 
propose that within temporary workers, when employees felt that they had been treated fairly 
by the organization, a more relational psychological contract was perceived. When 
employees felt their contracts had been breached however, they perceived a more 
transactional psychological contract with the employer. Looking at employees’ 
counterproductive work behaviour (CWB) after experiencing a perceived breach of 
transactional or relational contracts (Jensen, Opland, & Ryan, 2010), it was found 
transactional contract breach was linked to an increase in abuse, whereas relational contract 
breach was linked to increases in abuse, production deviance, and withdrawal. The higher 
incidence of CWB being displayed after a breach of a relational contract runs in line with the 
finding that a breach of relational contracts can have more negative outcomes than can a 
breach of a transactional contract (Zhao et al., 2007). The authors propose an explanatory 
variable for this difference in CWB, namely negative affect, where an increase in CWB is 
considered to be potentially linked to an increase in negative affect. This proposition however 
is not one that has been tested empirically.
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Raja et al. (2011) carried out a study investigating the negative effect of perceived 
contract violation on outcomes (including job satisfaction, performance, and turnover 
intentions), dependent on contract type (transactional or relational). The outcome of this 
study purports that the negative consequences associated with contract violation were far 
stronger for those who perceived a more relational contract with their employer than those 
who perceived a more transactional relationship. Similarly, research investigating breach of 
contract and workplace deviance proposed that an employee who perceives a more relational 
contract with their employer was more likely to perceive a contract breach (Bordia et al., 
2008). Not only was this the case, but these perceptions of contract breach were also more 
likely to evolve into feelings of violation. Raja et al. (2011) argue that "the threshold of 
feeling violated may be higher for those forming relational contracts as compared to those 
forming transactional contracts" (p. 415). As contract violation is regarded as the ‘emotional 
component’ of psychological contracts, this finding could imply that relational contract 
holders are more prone to, or more easily feel emotions within their relationship. Particularly 
if something is going wrong within it. An assumption that runs in accordance with the 
emotional conceptualization of transactional and relational psychological contracts outlined 
by Rousseau (1995).
Our knowledge of the role of emotions within different contract types then is, like 
much of the psychological contract and emotion research, limited to the more negative, rather 
than positive, scenarios in a workplace. In this instance; contract breach, violation, and forced 
contract change. When examining one of the most widely accepted and applied 
conceptualizations of psychological contracts (Rousseau, 1995), emotion is implicated 
differently within the transactional and relational contract types. Relational contracts are 
open-ended, flexible, collaborative, and containing the socio-emotional elements of the
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relationship. Transactional contracts on the other hand are short-term, calculative and often 
money oriented. In discussing the relational contract type, it has been proposed that; "greater 
emphasis is placed on the social and emotional connections that exist due to continued 
membership" (Lester, Kickul, & Bergmann, 2007, p. 193). Conceptualization of relational 
and transactional psychological contracts then implies emotive differences between them.
The specific differences are: emotions are a fundamental component of a relational contract 
but not of a transactional contract. This can be seen in Figure 3 (please refer to p.27 in 
Chapter One), where emotions are very explicitly mentioned as part of the focus of a 
relational contract, but not a focus of transactional psychological contracts.
Research into trust in the psychological contract also makes these distinctions 
(Atkinson, 2007). Links are made between cognitive trust (rational and calculative) and an 
economic exchange relationship, such as a transactional relationship. They are also made 
between affective trust (containing relational bonds and concern for others’ welfare) and 
social exchanges, such as relational psychological contracts. This understanding supports the 
implication that relational psychological contracts are based on emotion, whereas 
transactional psychological contracts are based on cognition.
In reviewing the literature that explores emotions and psychological contracts through
different contract types it is clear to see that emotional differences are proposed. These
differences however are primarily linked to organizational outcomes (such as CWB), or to
specific events such as contract breach and violation. There is also a theoretical acceptance
by many researchers that emotions play a bigger significance to those who perceive a more
relational contract than those who perceive a transactional contract. This assumption,
however, has not been examined at the conceptual level, thus much of our understanding of
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emotion in psychological contract type is based on unsubstantiated propositions. Is it, as 
Rousseau (1995) specifically suggested in her conceptualization of psychological contracts, 
and as many researchers have accepted and advocated that relational contracts are the 
contract type that house emotions with their strong socio-emotional components? Are 
transactional contracts relatively void of emotion? Or, is the conceptualization more 
complex? The aim of this thesis is to explore these potential emotive differences in 
employees’ perceptions of their relationship with the organization. To achieve this aim the 
thesis will embrace methodological direction that despite often praised for its potential is 
underutilised by researchers.
3.6 Methods of data collection
Previous research into psychological contracts has utilised both quantitative (De Vos, 
De Stobbeleir, & Meganck, 2009) and qualitative (Millward, 2006) methods. However, up 
until 2005, the most common method of capturing psychological contract data was through 
quantitative survey based measures (Conway & Briner, 2009). This too has been the case in 
much of the emotion and psychological contract research. Various scale based measures of 
emotions or affect completed alongside scale based measures of various psychological 
contract components (Bal et al., 201 la; Gakovic & Tetrick, 2003). Both psychological 
contracts and emotion have been described as dynamic variables, changing over time and in 
different situations. This aspect of the two constructs makes them perfect candidates for 
longitudinal data collection methods; allowing for their dynamic nature to be observed over 
time. Longitudinal methods have been adopted by psychological contract researchers; some 
with the purpose of reducing common method variance (CMV). CMV is the variance not 
attributable to the constructs a measurement is designed to capture, but to the measurement 
itself. This is often a problem in self-report data when the predictor and criterion variables are
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obtained at the same time point and from the same participant (Podsakoff, MacKenzie, Lee,
& Podsakoff, 2003). Thus, collecting different components of the data at multiple time points 
is one way to potentially overcome this issue (Guerrero & Herrbach, 2008). On the other 
hand, researchers have also utilised longitudinal methods with the purpose of examining 
potential changes over time (Lester et al., 2007).
3.6.1 Quantitative methods
Psychological contract and emotion literature collecting data at two, or three time 
points has enhanced our understanding of, for example, the relationship between contract 
breach, violation, and workplace deviance (Bordia et al., 2008). Obtaining information 
surrounding the dynamic nature of psychological contracts and emotions, in parallel to the 
potentially complex relationships between them, requires a more unique but underutilised 
method of longitudinal data collection - daily diaries. Static measures of psychological 
contracts and emotion can only capture the variables as a onetime event, whilst daily diaries 
are able to more frilly capture the dynamics and complexities (O'Connor & Ferguson, 2008) 
of this relationship.
Conway and Briner (2002a) highlighted the potential for this method in a paper 
exploring the moods and emotions that were felt in relation to promises made by the 
organization being exceeded or broken. The potential for diary methods to capture such 
useful variance data, however, was not fully embraced in the Conway and Briner (2002a) 
paper. Although residual scores were used to remove between-subject variance, there was 
minimal reference in their analysis to the daily variation of scores across the diary. The 
contribution of this paper cannot, however, be muted by this as it bought to the fore the
possibility for diary methods to successfully capture psychological contract and emotion data.
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The slow uptake of diary methods in the literature, however, has not lessened the potential it 
holds, nor the encouragement made by researchers to utilise this form of data collection in 
future research (Tomprou & Nikolaou, 2011). There remains significant potential for daily 
diary methods within the psychological contract and emotion literature to be embraced, both 
in quantitative and qualitative forms.
3.6.2 Qualitative methods
The complexities that surround the relationship between psychological contracts and 
emotion can also be captured through qualitative methods (Saunders & Thornhill, 2006; 
Winter & Jackson, 2006). Parzefall and Coyle-Shapiro (2011) for example support the 
inclusion of qualitative methodology to gain a more holistic understanding of the potential 
complexities whilst also empowering the employee with a 'voice' to describe the relationship 
how they see it. Free from the constraints of researcher based pre-definitions. Although the 
usefulness of scale-based measures cannot be denied, there is room within the literature for 
more longitudinal and qualitative methodology to further enhance our understanding of the 
relationship between emotion and psychological contracts. Most importantly qualitative 
methods would afford a greater understanding of the process that is involved in this 
relationship and how employees make sense of their relationship with their organization and 
their associated emotions.
3.7 Summary
In reviewing the psychological contract literature, the emotion literature, and the 
literature that has combined our understanding of both psychological contracts and emotion it 
is evident that conceptual gaps remain in our understanding of emotion within psychological 
contracts. At present there are two main points to be made:
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> Firstly, there is an acceptance that emotion is fundamental in our understanding of 
psychological contracts.
> Secondly, there are proposed emotive differences in the focus of different contract 
types -  namely that relational psychological contracts are focussed on both the 
economic and emotional aspects of the relationship, whereas transactional contracts 
are focussed solely on the economic aspects.
The following questions were built upon the review of the literature carried out and formed 
the foundations of the studies within this thesis:
>  Can the emotive differences in relational and transactional psychological contracts, as 
specifically outlined by Rousseau (1995) and as purported by others, be supported 
empirically?
>  How are any emotive differences in psychological contract type experienced by 
employees?
In addition to the theoretical gaps, there are also methodological advancements that the 
current thesis aims to address. The potential for both longitudinal and qualitative methods to 
enrich our understanding of the link between psychological contracts and emotion is 
embraced within the first study of this thesis. Qualitative daily diaries are utilised in an 
investigation of the links between psychological contract tone and emotion tone over time. 
For the remainder of the studies, however, the specific methodology used evolved as each 
study was concluded; there was no pre-specified data collection plan devised at the outset of 
the research for each of the studies. The following Chapter will outline the epistemological
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framework of the current thesis, and will be followed by the first study in the thesis - an 
exploratory study of psychological contract type and emotion tone in the workplace.
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Chapter Four:
4. Epistemological framework
4.1 Epistemological perspective of the current thesis
The epistemological perspective taken in the current thesis was that of critical realism. 
A perspective which acknowledges a reality in the natural world as well as a social world 
which comprises of events and discourses (Wikgren, 2005). As such, a critical realist 
perspective combines the positions of constructionism and realism - whilst discourse is used 
to construct social reality, non-discursive elements act as constraints to this (Sims-Schouten, 
Riley, & Willig, 2007). Within the social world Bhaskar (1989a, 1989b) proposes that both 
the innate psychological mechanisms, and wider social mechanisms combine to influence 
peoples’ actions.
The two extreme epistemological ends that critical realism acts to combine are realism 
and relativism. Realism is an approach in which human experience exists independently flrom 
the universal reality that is knowledge, an approach that would arguably sit well with the 
current conceptualization of psychological contracts. Rousseau (1989,1995) 
reconceptualized psychological contracts, defining them as observable transactions between 
employee and employer, thus, making the psychological contract a measurable phenomenon. 
Researchers have embraced the observable nature of this conceptualization, utilising 
empirical techniques, such as questionnaires and surveys, to develop further knowledge of the 
concept. This approach was dominant in the literature until 2005 (Conway & Briner, 2009), 
purporting the psychological contract as an observable construct. There are several outcomes 
from taking a realist approach: behaviour can be generalised, measures can be assumed to be
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relevant across multiple populations, and causal inferences can be made. Despite the 
popularity of such approaches to psychological contract research, one must also acknowledge 
some limitations.
Perhaps the most significant of the limitations of this approach being the deductive 
nature of the popular survey based studies often utilised in realist approaches. Such 
methodologies can offer rather a limited perspective on a phenomenon, potentially 
influencing the outcome of the research and the subsequent contributions that are made 
(Gigerenzer, 1991). In addition to this limitation, the subjective experiences of the individual 
are unable to be explored, potentially missing a crucial component to our understanding of 
the phenomenon under investigation (Tice & Wallace, 2003). In complete opposition to 
realism, and an approach that can address this limitation, is the relativist approach. A position 
proposing that knowledge is not independent from human experience, but that knowledge is 
human experience. Relativist approaches maintain that reality is something that is both 
subjective and context dependent for the individual.
Critical realism thus acknowledges both ends of the realism and relativism spectrum, 
but to far less of an extreme extent. An important aspect in combining these two positions is 
that:
critical realism does not promote a hard determinism; rather, it posits that
mechanisms produce 'tendencies'. In doing so, it (re)directs our attention
to an understanding and explanation of those tendencies. (Houston, 2001, p. 850)
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The implication of such an understanding is that causal laws may not always be applicable, or 
may need to be adapted to the current context. There is the potential for multiple mechanisms 
to be operating at any one time, thus making it unlikely that one single causal explanation can 
be regarded as 'truth'. Instead, an approach which is "centred on the identification, analysis 
and explanation of psychological and societal mechanisms and their causal tendencies" 
(Houston, 2001, p. 851) is likely to offer a far superior understanding of the phenomenon 
under investigation.
The main objectives of this thesis are to empirically test the conceptualization of 
emotion within different contract types, whilst also seeking to understand how emotion is 
experienced and made sense of by employees in relation to these contract types; the thesis is 
ultimately taking two potentially opposing positions. The former adopting a more realist 
position aiming to contribute to a more generalised knowledge, whilst the latter seeking to 
explore the subjective experience which takes a more relativist approach. As such, to address 
these potentially opposing epistemological positions, the current thesis adopts a critical realist 
position which stands mid way between these two standpoints. Critical realism is my 
epistemological position because I believe that as researchers and practitioners we need to 
acknowledge that there are some 'tendencies' that can be studied. However, these 'tendencies' 
need to be studied with context, individual perceptions, sensemaking, and experiences in 
mind. The following Chapter details the first of four studies in the current thesis and is an 
exploratory study of psychological contract type and emotion tone in the workplace.
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Chapter Five:
5. An exploratory pilot study of emotion and psychological 
contracts in the workplace
5.1 Introduction
Chapter Three reviewed extant literature that has researched psychological contracts 
and emotion alongside one another. What this review highlighted was a significant gap in our 
theoretical understanding of emotion within psychological contract conceptualization. Much 
of our understanding regarding the role of emotion in psychological contracts is the 
proposition that emotion is crucial in an employee's experience of a specific event, such as a 
contract breach or violation. Within contract conceptualization the implication of emotion is, 
for the main, implicit. An explicit acknowledgement of emotion, however, rests with an 
assumption in the categorization of psychological contract contents, holding that certain types 
of contract focus on emotion (relational psychological contracts), whereas other contract 
types do not (transactional psychological contracts), thus implying that emotion is only an 
important factor in certain contract types. Despite having no empirical support, this 
assumption has long been accepted by psychological contract researchers. The purpose of this 
study is thus in theory building; an exploratory approach will be taken to observe potential 
links between contract perceptions and emotion experience.
How emotion is linked to psychological contracts has been a popular topic of research 
in recent years. As previously outlined, the focus has mainly been with emotional reactions to 
psychological contract breach and perceptions of contract violation (Conway & Briner,
2002a; Morrison & Robinson, 1997; Parzefall & Coyle-Shapiro, 2011). As for any kind of 
relationship however, there are likely to be complex emotions involved within the
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employment relationship (Saami, 1988), suggesting that emotion as a reaction to an event is 
unlikely to be telling the whole ‘story’ of emotions role within psychological contract 
relationships.
5.2 Background to the current pilot study
The current study was a reanalysis of the researcher’s MSc dissertation (McGrath, 
unpublished) in which the focus was on the potential antecedents to the creation and 
maintenance of psychological contracts; namely, identity and emotion. For the MSc research 
interview data collected was analysed using Template Analysis (King, 2004) and the findings 
were framed within employees’ contract stage; contract creation (tenure of less than six 
months), and contract maintenance (further subdivided into two groups; tenure of between 
seven months and two years, and tenure of more than two years). The primary focus of 
emotion within the research was in relation to emotional contagion; whether perceived 
emotion from the organization was linked to employees’ experience of their own felt 
emotion, and also whether identity with the organization was linked to experiences of 
emotion contagion and perceptions of psychological contract tone.
This data was subject to an entirely independent secondary analysis using Thematic 
Analysis (Braun & Clarke, 2006) to address the research questions set out within the current 
thesis. This was appropriate as the original data had been collected in a novel way, using 
qualitative diary studies, and was of sufficient quality to be subject to a reanalysis in light of 
the context of the current research; it was for these reasons that further data was not collected 
for this study. The primary focus of the research was to explore the specific linking of daily 
experiences of emotion tone (positive and negative) with perceptions of psychological 
contract type (transactional and relational). The reanalysis of this data brought about novel
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conclusions and hypotheses which formed the foundations of the current thesis. The decision 
to include this pilot study within the current thesis was based on the importance the 
conclusions had in contributing to the development of the conceptual framework, which 
influenced the direction and approach taken in the remainder of the thesis.
The aim of the current study was to explore whether perceptions of psychological 
contract type (transactional/relational contract perceptions) were linked to the tone of 
emotion experience (positive/negative emotion). In addition, the study aimed to explore this 
relationship in a process context; if any relationship does occur between relationship 
perceptions and emotion experience, do they change on a daily basis? To achieve this aim it 
was necessary to deviate from the more common methods of capturing psychological contract 
data and embrace an underutilised method; daily diaries.
5.3 Methods in psychological contract and emotion research
Within psychological contract research the most common form of capturing 
psychological contract data up until 2005 was via questionnaire surveys - implying they are a 
static entity (Conway & Briner, 2009). The very nature of psychological contracts and 
emotion, as dynamic processes that can change over time (Schalk & Roe, 2007; Weiss & 
Cropanzano, 1996), however, gives rise to a method that is not static and does more than 
capture the concept as a onetime event.
One approach that can be used to address the process nature of these constructs are 
daily diaries. Daily diary methods of data collection have been merited by researchers as a 
useful way to fully understand the dynamics and complexities of life generally (O'Connor & 
Ferguson, 2008). The use of this method of data collection thus offers the potential for the
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complexities within psychological contracts and emotion to be addressed more successfully 
than survey based measures could. At present there remains only one study to have 
successfully applied daily dairy methods to the study of psychological contracts and emotion 
(Conway & Briner, 2002a). The primary benefit of using daily diary methods to capture the 
process oriented nature of psychological contracts and emotion, however, was not made clear 
within this aforementioned study. Additionally, this study examined the relationship 
quantitatively. As such, the qualitative approach taken in this study is a pioneering direction 
in psychological contract and emotion research.
Qualitative methods of data collection have grown in popularity in psychological 
contract research in recent years (O'Donohue & Nelson, 2007; Parzefall & Coyle-Shapiro,
2011; Seeck & Parzefall, 2008). The benefit of this direction being to offer the employees a 
'voice'; a way of gaining a deeper insight into an employee’s perspective of the way in which 
psychological contracts and emotion are experienced and played out in the workplace. 
Qualitative methods of data collection thus offer the advantage of understanding process, in a 
similar vein to that of daily diaries. As such, qualitative daily diaries offer a potentially 
fmitful method of data collection in psychological contract and emotion research, particularly 
when aiming to understand their relationship as a process.
5.4 Summary
This study not only aims to address the theoretical gaps in our understanding of the 
link between psychological contract perceptions and emotion experience, it also aims to 
advance the methods that have been used to capture these two process oriented constructs. An 
extremely underutilised, but potentially insightful, methodological direction will be taken, in 
which qualitative daily diary methods address the objectives of the research. To explore the
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links between relationship type and emotion tone, as played out and experienced on a daily 
basis.
5.5 Method
5.5.1 Sample
Diaries were given to 20 full-time employees, with permanent contracts. Participants 
from a range of organizations were selected (see Table 1). The sample size achieved here was 
benchmarked against previous open ended diary research for which around 20 participants is 
seen as average (Wood, 2000). Ages ranged from 25-35 years (mean age 30 years) with 12 
females and 8 males. Participants were recruited using a snowballing technique among 
friends and acquaintances. The snowballing technique was used because methods like diaries 
are time intensive and require the building of a relationship with participants to accommodate 
the high level of commitment involved. Having a relationship already formed, or a link to the 
participant through another, can contribute significantly to the commitment of the participants 
involved. The diary was piloted on a male in full-time work to ensure there were no 
ambiguities in the questions or instructions, and also to check that the time scale and level of 
questions were adequate for the analysis (Symon, 1998).
5.5.2 Daily Diary
Qualitative methodology is consistent with the main focus of this research: it allows 
for an understanding of processes in context (Willig, 2001). The daily diary was selected over 
other data collection methods (such as an interview or focus group) because there is a shorter 
time-lag between the event occurring and the recall of the event. As such, you can obtain a 
more accurate account of how the participant was actually feeling at the time of the event. It 
has been suggested that daily diary methods can minimise the impact of retrospective decay
98
or bias affecting the recall of the participant (Conway & Briner, 2005) and also maximise the 
likelihood of collecting process data over a prescribed period of time (Symon, 2004).
5.5.3 D iary Instructions
The diary comprised a set of instructions divided into two components: the first 
contained definitions of terms used throughout the diary (e.g., psychological contract) to 
minimise interpretative licence across participants. The second contained instructions of diary 
completion and researcher contact details if  any problems or questions arose. Both of these 
components were placed at the start of each week's diary entries; thus they received this 
information twice. On the first day of diary completion participants were also required to 
answer demographic questions (age, sex, and job/profession).
5.5.4 D iary Entries
The main body of the diary consisted of two sections. Firstly, a daily emotion scale 
and several open ended emotion questions. Secondly, open-ended questions of psychological 
contracts (see Appendix A for a copy of the diary). Data mapping was carried out on the 
diary to ensure that each of the questions served a purpose in addressing the main aim of the 
research, and to ensure that enough data would be produced to allow for the aim of the 
research to be addressed (see Appendix A).
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Table 1: Participant demographics
Participants Age Sex Occupation  
(Pseudonym) (years)
James 25 M Postman
Mike 25 M Customer services
John 26 M Development Engineer
Théo 22 M Plumber
Katie 27 Primary school teacher
Marcus 34 M Selling logs/topsoil
Anna 33 Art facilitator/outreaeh officer
Emma 26 Sports Development
Lauren 23 HR
Laura 23 Support work for adults with learning disabilities
Rebecca 23 Administration (Registrar)
Tanya 24 Nurse
Sarah 27 Dental Nurse
Herman 23 M Town Planner
Lisa 23 Veterinary assistant
Mari 26 F Accounts/business recovery
Hannah 27 Department assistant Manager
Chantelle 25 Social care
Mei 22 M Chef
George 23 M Carpenter / Joiner
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5.5.5 Measures
Section 1: Daily emotion scale
Participants completed a daily seale of emotion (Conway, 1999) which contained 12 
emotions in total, six positive (e.g., calm, enthusiastic, cheerful) and six negative (e.g., 
uneasy, tense, miserable) whieh were rated on a 6-point likert scale ranging from 1 (never) to 
6 (all of the time). There was also space for participants to write any other emotions that they 
had felt that day if they did not feel the full extent of their emotions eould be represented on 
the seales provided. These scale based emotion scores were used in eonjunetion with the 
qualitative psyehologieal eontract questions. The purpose of using a seale based measure of 
emotion was to get an understanding of whether the valence of emotion being experieneed on 
a daily basis was broadly positive or negative.
In addition to the scale items there were some open ended questions relating to the 
participant’s emotions. The questions ineluded; ‘What/who do you think prompted the 
emotion?’ and ‘Do you think the emotion you were feeling was justified?’ These questions 
were there to provide eontext to the seale based ratings of emotion and to aid the 
interpretation of the link between eontract perceptions and emotion experience.
Section 2: Measure o f  the psychological contract
Participants were provided with open ended questions asking them to describe various 
aspects of their relationship with the organization. For example, ‘How would you describe 
your relationship with the organization today?’ and ‘Do you think this is an organization or 
environment you can see yourself working at in the future? Why/why not?’ Partieipants were 
eneouraged to give as much explanatory detail as possible to their answers. The purpose of 
these questions was to gain an understanding of their perceptions of their employment
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relationship and whether their understanding of this relationship was described in mainly 
transaetional or relational terms.
5.5.6 Procedure
An interval eontingent reeording proeedure was selected (Conway & Briner, 2005) 
with participants completing the diary entries at the end of eaeh working day. This was 
carried out for 10 eonseeutive working days. Initially the diary was piloted on a male in full­
time work with a permanent eontraet to ensure there were no ambiguities in the questions or 
instructions, and also to check that the time seale and level of questions were adequate for the 
analysis (Symon, 1998). No issues arose from the pilot study and nothing was changed for 
the main data collection, thus the pilot study data was used in the final analysis.
Before beginning the diary proeess partieipants were given an information sheet 
detailing the purpose of the researeh and what was expeeted of them as partieipants in the 
study (Appendix B). Partieipants also gave informed consent (see Appendix B). Part of the 
eonsent form was a detachable sheet detailing organizations and resources they could contact 
should they experience any emotional distress as a result of partieipation in the study. 
Although it was not expeeted that any emotional distress would oceur, this information was 
offered as a preeautionary measure.
Onee eonsent was received, hard eopies of the diaries were given to the participants in 
person, or were posted, and were returned in the same way at the end of the study. On eaeh 
day of the diary participants completed the seale based measure and three open-ended 
measures of emotion, as well as six open ended questions about their relationship with the 
organization (See Appendix A for a copy of the diary).
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Several telephone ealls were made to the partieipants during the researeh period to 
maximise completion likelihood and also to provide an opportunity for them to seek 
elarifieation (Symon, 1998). Partieipants were also invited to take part in a follow-up 
questionnaire whieh asked them about their experiences of eompleting the diary (See 
Appendix C); this was emailed to participants if  they provided an email address on the 
consent form. The follow-up questionnaire was offered as a form of eontinual feedbaek to the 
researcher to ensure that partieipants were happy with the proeess of eompleting the diary.
All of the partieipants who took part in this study returned the feedbaek form, allowing the 
researeher to keep traek of any praetieal issues that arose, sueh as, when, and how often, the 
researeher contacted the partieipant. The feedbaek form was also offered to ensure there were 
not any issues, sueh as, participants becoming more aware of any negativity in their working 
relationship than they perhaps had done before eompleting the diary, influeneing how they 
now perceived their working life, and to manage any negative impacts of participation in the 
study. Again, there were not expeeted to be any negative impaets from completing the diary; 
the feedbaek forms that were reeeived eonfirmed that there was no negative outcome 
experienced by the participants who completed the diary.
5.6 Analytic strategy
Approach: Thematie analysis (Braun & Clarke, 2006) was used to organize and
interpret the qualitative psychological contract data. Thematic Analysis is an approach to
dealing with data that involves the creation and applieation of eodes; ereating eategories from
the data that assimilate it into themes capturing its ‘similarity’: that is, themes describe data
‘of the same type’. In Leininger’s (1985) words, themes are identified by “bringing together
components or fragments of ideas or experienees, whieh often are meaningless when viewed
alone” (p.60). The ‘data’ in thematic analysis might take the form of an interview transeript,
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field notes, written text, policy documents, photographs, or even video material; here the data 
was textual. Deeisions about what counts as a category or theme ean derive from theory or 
researeh, (a theoretieal thematie analysis), or indeed from the data itself, affording a more 
induetive approaeh to the thematic analysis. Here an induetive thematie analysis approaeh 
was utilised, with the themes being generated from the data, rather than from theory. The 
limited theoretieal knowledge we eurrently have of the link between emotion tone and 
perceptions of the employment relationship was the motivation behind utilising an induetive 
approaeh to the data.
A distinction can be made between ‘open eoding’ and ‘relational eoding’. The former 
refers simply to the ereation of eategories and the latter to the relating of those eategories to 
each other. The latter pertains to the use of themes as means of piecing together a 
comprehensive pieture of experienee. The “coherence of ideas rests with the analyst who has 
rigorously studied how different ideas or components fit together in a meaningful way when 
linked together” (Leininger, 1985, p. 60); this was the approaeh taken in the eurrent study. 
Analysis of the data also set out to offer a rich description of the data set as a whole (Braun & 
Clarke, 2006). Although individual eases are explored and deseribed in the analysis they are 
done so in relation to the entire data set and the overall story of the data. The higher level of 
flexibility of thematic analysis regarding epistemologieal positioning and data gathering 
made it possible to tailor our approaeh to the eurrent researeh requirements (Cassell & 
Symon, 2004). Previous researeh has suecessfiilly applied thematie analysis to qualitative 
diary studies (Poppleton, Briner, & Kiefer, 2008) reinforeing the use of this method in the 
current study.
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Process: Analysis of the data followed the phases set out in Braun and Clarke (2006). 
Firstly, the diaries were read and re-read, aetively searching for meanings and patterns within 
each individual diary. Following on from this was the generation of initial eodes; the 
segments of text identified in the first phase were combined in a more meaningful way.
Codes were specified using post-it notes on the diaries surrounding the text, allowing the 
eontext in which the eodes were formed to remain a part of the analysis. Low frequency 
codes were not immediately discarded but were put forward for careful eonsideration of their 
influence and importance in the final thematie map (Appendix D outlines the development of 
the thematic maps for this study).
The next phase was to begin the proeess of identifying themes from the codes that had 
been found in each of the diaries. Themes are the broader level of analysis whieh house the 
individual eodes of importance. This was done by generating pictorial representations of the 
eodes in mind maps to sort the codes into similar groups and to gain a elearer pieture of how 
the eodes were related to one another. These initial themes were then reviewed and revised to 
ensure that Patton's (1990) internal homogeneity and external heterogeneity could be 
applied. That is; within a single theme the data should have some level of coherence and 
similarity in meaning, whereas between the themes there needs to be a suffieient level of 
distinction. The data were re-read one final time in relation to the codes and themes that had 
been generated to ensure that eaeh individual data set was coherent with the data set as a 
whole. The themes were redefined for a final time to eapture what the theme was representing 
as a whole.
During the proeess, both the research supervisor and an independent researeher 
verified the eodes and themes generated by the researeher; eheeking their sources for
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consistency in interpretation and as a form of validation of the interpretations that were made. 
There was agreement between all parties as to the interpretations that were made. Two main 
themes were developed from the data set, each with three sub-themes. Appendix D shows the 
development of the coding process; from the final set of codes, to development of the overall 
themes. Figure 4 shows the final themes, and Table 3 shows the quoted excerpts that were 
used to contextualize the themes.
Integration: The seale based measure of emotion and the qualitative responses were 
integrated to generate an understanding of the data. The scale based emotion scores were 
summed and averaged on eaeh day of the diary to glean an understanding of whether the 
partieipant was experiencing more positive, negative, or a mixture of emotions on eaeh day of 
the diary. How the participants described their relationship with the organization (in more 
relational or transactional terms) was explored in conjunction with the daily experienee of 
positive, negative, or mixed emotion. This was done to address the main question asked of 
the researeh: is there a link between relationship perceptions and the tone of experienced 
emotion on a daily basis? The links that were found between psychological eontract 
perceptions and emotion will now be outlined.
5.7 Findings
Thematie Analysis was used to assess participants’ perceptions of their relationships 
with their organization: the themes generated are shown in Figure 4. The themes and 
associated excerpts from participant’s diaries in relation to eaeh theme are shown in Table 3 
and have been integrated into the narrative below.
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5.7.1 Psychological Contract
Relationship type: On inspection of the comments made by participants to describe 
their relationship with the organization, the contents were able to be categorized in relation to 
the two psychological contract types of interest in the current thesis: transactional and 
relational contracts (Rousseau, 1995). Table 3 outlines the common descriptive terms 
expressed by partieipants, whieh were used to categorize their relationship as either; 
transactional or relational in focus.
Table 2: Common terms used to describe the employment relationship
Relational relationship Transactional relationship
: Supportive In control o f own career
Good relationship Bad relationship
; Training courses Not seeing a future with the organization
Career progression No sense o f relationship
: Going outside o f usual duties for the organization Determination for self, not organization
Rewarded N ot feeling motivated for the organization
; Part o f a team Little communication being a positive
Motivated to do well
: Seeing a future with the organization
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Thematic Analysis identified two overarching themes: positive perceptions - 
relational obligation fulfilment, and negative perceptions - cognitive coping mechanisms. 
Both themes containing three sub themes (see Figure 4). The two themes will be discussed in 
turn in relation to both the psychological contract data, and the combined psychological 
contract and emotion data.
Figure 4: Final themes for the positive and negative perceptions in the psychological contract 
data
Positive Perceptions - Relational 
obligation fulfilm ent
Trust in th e  organ iza tion R eia tion sh ip  m a in te n a n c e
S e n s e  o f  b e lo n g in g
Negative Perceptions - 
Cognitive coping mechanisms
Self belief External attribution of 
negativity
Personal control
Positive perceptions: The majority of employees (twelve participants) were mostly 
positive about the organizations obligations to them, with only some instances of negativity 
peppered over the 10 days of the diary. For these participants their relationship with the 
organization was most often expressed in relational terms. For the main, these employees
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displayed positive perceptions through a 'sense o f  belonging'. For example, they felt valued, 
supported and respected by their organization as their hard work and efforts on the job had 
been rewarded, or appreciated in some way:
I felt supported by my seniors and work colleagues today as we all 
worked together well to achieve all the targets set...we communicated 
well, I felt included. (Katie)
Looking closely at verbatim comments, it was clear that being supported was 
important in perceptions that the organization was investing in them as a way to ensure a 
sense of 'relationship maintenance'. For example, creating a sense of future with the 
organization was evident in those who perceived their organization was fulfilling their 
relational obligations to them. This created, in one participant, the perception that she had a 
"job for life" (Lisa) with her organization. For 10 of these participants, the negativity that 
crept into their relationship with the organization was in relation to some specific discontent 
regarding an unmet promise: "I was promised a pay rise...I should have received a cheque 
from my boss but I never received it" (John). Not feeling as appreciated or rewarded as they 
felt they should be: "I worked hard today, and its Easter, but the organization have not 
acknowledged this or said thank you" (Sarah). Perceiving a degree of work 
overload/pressure: "It's too much work to expect someone to do in a day...and then I'm left 
feeling guilty for leaving it" (Chantelle). Or feeling less supported than usual, and at times 
questioning their future role within the organization: "I was disappointed with how I was 
treated...I can see a future but I couldn't say how long term it is" (Lauren).
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For the main, however, there was a sense of more positive description of their 
relationship with the organization, despite these instances of negativity. There were in fact 
times within the more negative elements of the relationship where employees maintained a 
sense of 'trust in the organization'. Expressing that this (the negativity) is not how they 
'usually' felt or were treated by the organization. Katie, for example, expressed not having 
lost trust in the organization despite some negativity "I don't think it is something they will 
make a habit of though, they are usually a fair company and do the right thing when they 
can."
Negative perceptions: Only three participants expressed consistently negative views 
about their relationship with the organization, all of which expressed their relationship with 
the organization in more transactional terms. One of these participants (Tanya) expressed a 
strong sense of 'self belief and taking 'personal control' over the situation. She explained that 
the organization itself was unable to challenge her or offer her any insight into her own 
abilities. She wanted to achieve something in her job so she relied on her own confidence and 
belief in her abilities to get through each day at work and maintain focussed on the job she 
was doing (see Table 2).
5.7.1.1 Summary o f  psychological contract data
Overall, the employees were mostly positive about the organization’s obligations to 
them but there was also some evidence of unmet obligations. Only one participant was 
consistently positive about her relationship with the organization throughout her diary entries 
and described her position as being a "job for life" (Lisa - see Table 2). Five employees 
however expressed a more intense mixture of positivity and negativity, describing their 
relationship with the organization as both positive and negative, for example feeling as many 
times unsupported as supported. It is also noteworthy that over half of all employees
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expressed elements of both a positive and negative relationship with the organization at some 
point over the 10 days of the diary. The potential to experience both a positive and negative 
elements in the relationship with the organization indicated some dilemmatic complexity in 
the way the psychological contract is played out on a daily basis.
I l l
Table 3: Quoted excerpts used to contextualize themes from psychological contract data
Themes Quotes
Positive perceptions:
Relational obligation fulfilment
Trust in the organization
Sense of belonging
Relationship maintenance
“That I was able to attend a course -  in the future[...]made me feel they wanted me 
to progress.” (James)
“An important and respected member o f  the organization”. (Lauren) 
“Investing time in me [...] Showing my improvements o f  report writing” 
(James)
“I felt like my reasons were heard and my senior manager appreciated my 
efforts” (Mike)
"I will probably be here forever"..."this is a job for life" (Lisa)
Negative perceptions: 
Cognitive coping mechanisms
Selfbelief
Personal control
External attribution of negativity
"When I'm left alone I can do the job well, I am confident in my abilities to 
perform a good job, it doesn't matter that I don't get told by others, I don't 
need it"(Tanya)
"Good days work, able to get on with what I wanted" (Marcus)
"The relationship is hard, my boss is too disorganised and dysfunctional. 
If he didn't act like a prat all the time things would be much better" (Theo)
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5.7.2 Emotion
The scale based emotion, used in conjunction with the qualitative psychological 
contract data, were collapsed into positive (calm, enthusiastic, cheerful, comfortable, 
optimistic, and relaxed) and negative (gloomy, uneasy, worried, tense, depressed, miserable) 
categories of emotion. The emotions that an employee rated were integrated with the 
qualitative psychological contract data, detailed below, to see how perceptions of the 
employment relationship and felt emotion interacted over the 10 days of the diary. An 
overview of the valence of emotion experienced by employees over the diary period is 
summarised in Table 4.
Table 4: Overall percentage of positive, negative and equal emotion experienced across the 
10 days
Positive emotion Negative emotion Equal positive and 
Negative emotion
(%) (%) (%)
Self 85 12 3
5.7.3 Emotion and Psychological Contracts
There was a qualitative link discernible across participants’ experiences of positive 
emotion and the experience of a substantively relational psychological contract, and likewise 
the experience of negative emotion with the experience of a substantively transactional 
psychological contract; these will be discussed in turn.
Positive perceptions: Twelve participants experienced predominantly positive 
emotional experiences and expressed relational contractual perceptions. Minor emotional 
negativity among these corresponded with relatively infrequent indications of negativity in
113
elements of their psychological contracts. These were mainly focused on feeling under 
pressure, and/or occasionally underappreciated or under supported: "I felt angry that I was 
put in a position where I couldn't support my clients how I wanted to" (Chantelle). The five 
participants with a more intense mix of positive and negative components within their 
psychological contracts also expressed mixed emotions more generally.
Negative perceptions: The three whose contracts were predominantly transactional 
displayed a more complex emotional picture. One participant (Marcus) made a very clear 
'external attribution o f  negativity' - he attributed his discontent to organizational 
ineffectiveness: "I can't talk to my boss he makes me too angry, he doesn't even understand 
the processes!" Nonetheless, he personally experienced overwhelmingly positive felt 
emotions. This may be because he had dissociated himself from the organization’s negativity 
through feelings of 'self belief and 'personal control' over the situation. For example, he 
described feeling a sense of control over his future, whilst searching for other jobs: "No I 
don't see myself in the organization in the future, but I'm looking for something else so I 
know I won't be here forever".
The participant who really wanted to achieve something in her job, but who felt under 
challenged (Tanya), expressed more mixed emotions. For nine of her 10 days she 
experienced more negative than positive emotions, on the tenth day, however, she expressed 
more positive emotion. She likewise did not foresee a future in that particular organization: "I 
won't stay here much longer; I keep an eye out for anything else going".
The third participant who perceived a transactional relationship with the organization 
(Theo) experienced predominantly positive emotions. For him there was no alignment
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between the valence of the emotion he was experiencing and perceptions of the psychological 
contract. This may be because of a problematic relationship with a temperamental boss. In 
this case, the negative relationship was preventing what he saw as a potential for a more 
positive relationship with the organization to be developed. He expressed that this would only 
improve if the boss left the company and someone else was to be in charge. It is also possible 
that this participant lacked a significant sense of self-awareness; either in relation to his 
emotional experiences or his employment relationship, or alternatively, that he was happy 
with holding a more transactional relationship with his organization and his emotional 
experience was representative of this.
5.7.4 Summary
Overall, there was a link between felt positive emotion and the experience of 
substantively relational psychological contracts. Mixed emotion was expressed in mixed 
feelings about the substantive tone of the psychological contract relationship. However, for 
two of the three participants whose psychological contracts were substantively transactional 
there was little, or no, corresponding negative emotional experience. It is possible that these 
two participants were protected from negativity by a strong sense of self-efficacy and feeling 
they had control over their lives (for example; through actively seeking new employment), 
preventing them from being strongly influenced by negative organizational experiences. It 
does, however, have to be acknowledged that alternative reasons could be underlying the 
minimal correspondence of perceived relationship type and experienced emotion, for 
example, self-awareness. One assumption regarding participants in any research concerning 
emotion and relationship perceptions would be that the participants have an awareness of 
their emotions and their relationship with the organization, and the eurrent study is no 
exception. This assumption is not something that can be examined per se, however,
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participants may vary in awareness, and henee the extent to which they are able to articulate 
their experiences and sense making, which must be acknowledged in interpretations that are 
made of the data.
5.8 Discussion
The first noteworthy finding is that in most cases: perceptions of the psychological 
contract were linked to the hedonic tone of the participants’ emotional experience. Most 
participants described positive emotions and positive organization-oriented contracts where 
they felt supported, recognised and appreciated, appropriately rewarded and invested in by 
the organization. In other words, they were mostly happy with their organizational 
relationship because the organization was fulfilling its relational obligations to them 
personally (Riketta, Van Dick, & Keifer, 2008; Rousseau, 1995). However, despite the 
predominance of positive emotions and relationship reflections, some also questioned their 
relationship with the organization on occasions when they did not feel supported, recognised, 
appreciated, rewarded or invested in. On those occasions when the terms expressed of the 
relationship with the organization turned substantially transactional in form, there were also 
more negative emotions felt by the employee. This finding supports the process nature of 
psychological contracts - emphasising the importance of utilising daily diary methods of data 
collection. Had the current study utilised a more static method of data collection this finding 
may have gone unnoticed.
Those whose relationship with the organization, or whose emotional experiences were
predominantly negative were able to cope because they had made sense (Weick, Sutcliffe, &
Obstfeld, 2005) of their situation in ways that enabled them to cope in a constructive way
(Breakwell, 1986, 1992). They coped by attributing the causes of their negativity externally
(to organizational ineffectiveness or a poor quality relationship with boss for example) rather
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than to any deficit in themselves. They maintained a strong sense of self-esteem through 
being minded of their own distinctive capabilities (Bandura, 1999; Bandura, 2001; Coyle- 
Shapiro & Conway, 2005). Negativity was addressed by the activation of cognitive coping 
mechanisms to protect self-esteem (Breakwell, 1992) and potentially through exercising 
control in other areas of their working lives.
There were occasions when some participants felt particular emotions across the ten 
day diary period in relation to particular ‘affective events’ (Weiss & Cropanzano, 1996). This 
supports previous research into psychological contracts and emotions in which a particular 
event; such as a breach of contract or an experience of an exceeded promise, were linked to 
emotional reactions (Conway & Briner, 2005; Parzefall & Coyle-Shapiro, 2011). There were, 
however, other occasions where emotions were experienced in relation to more general 
situations of being supported by the organization, feeling a sense of belonging, or feeling 
personally in control of their working lives. As such, these findings extend our understanding 
of emotions within psychological contracts to include more day to day experiences in 
addition to the specific events that also occur.
The findings generated from this qualitative analysis both support and extend 
previous propositions that diary methods used to study fluctuations in psychological contracts 
(and to explore their relationship with emotion) are both viable and worthwhile (Conway & 
Briner, 2002a; Conway & Briner, 2005). The study suceessfully applies qualitative diary 
methodology to observe variation in psychological contract perceptions and emotional 
experiences. The study findings also indicate an important link between hedonic tone and the 
way employees understand their psychological contracts; the most noteworthy finding from 
the study being the potential link uncovered between certain contract types and the more
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common experience of certain valences of emotion. This exploratory study thus supports the 
direction of the current thesis in more closely examining the propositions made about 
emotion in current conceptualization of contract type. This finding will be explored further in 
the subsequent study.
5.9 Limitations
The most significant limitation to this study was the minimal input received from the 
participants. Qualitative diaries were used as a way to gain a more in-depth understanding of 
the processes of psychological contracts and emotion. Input to the open-ended questions in 
the diary, however, were for many of the participants at a somewhat superficial level. As such 
the extent to which the researcher could gain an in-depth understanding of the relationship 
was limited, hampering the potential of the method to offer the rich understanding that was 
intended in the outset of the study. Whilst the researcher made frequent calls to the 
participants and included prompts throughout the diaries to persuade full and in-depth 
answers, these were not always obtained. In retrospect it is perhaps unreasonable to expect 
full-time employees to complete, in detail, a diary immediately after work for 10 consecutive 
working days. An alternative would be to spread the diary completion over a longer time 
period. Whilst you would still obtain the same number of data points, it would perhaps appear 
to be a less intensive, and onerous task by the participants. It would also offer an extended 
longitudinal period of data collection. This limitation is something that would need to be 
addressed by any researchers opting to use this method in future research.
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5.10 Conclusion
5.10.1 Towards reconceptualizing emotion within psychological contract type
This study has highlighted a potentially crucial link between the form an employee's 
psychological contract takes and the valence of their work-related emotion on a daily basis. 
Most notably, the findings propose positive and negative emotion tones are important in the 
way specific contract types (transactional and relational) are understood. This finding not 
only extends our understanding of emotion within psychological contracts, it is also 
contradictory to the current conceptualization of emotion within these particular contract 
types. As such, these exploratory findings need to be tested in subsequent analyses.
5.10.2 Chapter Six outline
Chapter Six outlines Study Two, in which the direction and design has been informed 
by the findings from Study One. Study Two will also use a daily diary method in order to 
explore the process nature of the variables; however, it will be a quantitative diary. The 
purpose of Study Two is to explore the proposed link between specific emotion valence and 
specific contract types in more detail. In addition to emotion and psychological contract type. 
Study Two will also include causal attributions as a study variable. Within the current study 
there was an indication that those who perceived a transactional relationship with the 
organization made sense of this negativity in a way that enabled them to constructively cope. 
For example, negativity was deemed to be a result of external factors, such as organizational 
ineffectiveness, or an incompetent boss. This negativity was not, for the participants in this 
study, regarded as something that had occurred because of any fault of their own. Causal 
attributions include perceptions of control (personal or external), perceptions of stability and 
perception of causality (internal or external). Thus, there is a potential for causal attributions
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to be linked to the type of relationship that is perceived with the organization; supporting the 
inclusion of it within Study Two.
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Chapter Six:
6. Psychological contracts, emotion and causal attributions in the 
workplace
6.1 Introduction
The previous Chapter outlined a qualitative daily diary study which took an 
exploratory approach to understanding daily variation in employee’s perceptions of their 
relationship with their organization and emotional experiences. The three main conclusions to 
be drawn from the study were: firstly, the valence of emotion experienced by the employees 
(positive/negative) was linked to the type of psychological contract perceived 
(transactional/relational). Secondly, the emotions that were experienced alongside these 
contract types were more positive for those who described a more relational relationship with 
the organization, and more negative for those who described a more transactional 
relationship. And finally; in making sense of particularly negative experiences, in both the 
relationship with the organization, and in emotional experiences, coping mechanisms, such 
as, control perceptions were employed. These conclusions have been used as the foundations 
to the current study; the aim of the current study is to test the proposed links between certain 
contract types and certain emotion experiences over time. In addition to this, perceptions of 
control will also be explored within this relationship. A quantitative daily diary will be 
carried out including measures of emotion, psychological contracts, and causal attributions.
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6.2 Psychological contract conceptualization and emotion
Psychological contracts are cognitive entities which encompass both emotional and 
non-emotional mental processes (Rousseau, 2011). As previously discussed, however, a 
significant gap in the literature remains, concerning how emotion is conceptualized within the 
psychological contract. The focus of the current study is to further explore the proposition put 
forward in Study One that certain contract types are linked to certain valences of emotion. 
Current conceptualization of psychological contract type implies that emotion is of crucial 
importance to those employees who perceive a relational relationship with their organization. 
For those employees who perceive a more transactional relationship with their organization 
on the other hand, emotion does not form part of their purview. The propositions made in 
Study One, however, contradict these findings with the implication of negative emotions 
being linked to transactional contracts and positive emotion being linked to relational 
contracts. This would place emotion as important in both contract types, albeit different 
emotion valence. The current study aims to test two propositions; can current 
conceptualization of emotion within transactional and relational contract types be supported, 
or can the propositions of Study One that certain tones of emotion are linked to certain 
contract types be supported?
6.3 Causal attributions
Study One uneovered an important non-emotional mental process which formed a 
part of how certain participants made sense of their emotional experiences and relationship 
with the organization. The sensemaking process is described as a way of interpreting and 
providing meaning to both the self and the world in which the self exists (Weick, 1995). In 
Study One those participants who perceived a particularly negative relationship with their 
organization appeared to make sense of this relationship by attributing the cause of the
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negativity externally towards the organization, or by taking control of other areas of their 
working life. By making sense of their relationship in this way, participants used this 
understanding to answer whether or not they saw a future with the organization. Because of 
the references to internal and external influences over the way participants perceived their 
relationship with the organization in Study One, attributions were included within the current 
study. More specifically, causal attributions were analysed in relation psychological contract 
type perceptions.
Attribution theory relates to the conceptual framework used by individuals to explain 
reasons for certain behaviours they are party to, or witness (Fincham & Hewstone, 2001). 
These attributions are thought of as the naive causal inferences that provide information in a 
cause and effect context (Jones et al., 1972). One of the founding authors of attribution 
research Fritz Heider (1958) felt that understanding human behaviour was to acknowledge 
and unpack the ‘naive’ psychologist’s assumptions, perceptions and evaluations of the social 
behaviour they experience. Social behaviours and interaetions rely heavily on these 
perceptions and evaluations (Malle, 2008). Assumptions, perceptions, and evaluations are 
part of the very foundations of psychological contracting, suggesting a potentially pivotal role 
of attributions in the process. Rousseau (1995) implicated attributions in the experience of a 
breach of contract. The suggestion being that the response to a breach of contract would 
differ depending on how the employee attributed the violators motives, the behaviour of the 
violator, and the scope of the loss that had incurred. Recent empirical research has supported 
the importance of attributions in the perception of psychological contract breach. In 
particular, attributions of responsibility were found to be fundamental to the way perceptions 
of psychological contract breach were made sense of (Parzefall & Coyle-Shapiro, 2011).
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The attributions of interest in the current study are that of causal attributions; an 
individual’s phenomenology of an event (McAuley, Duncan, & Russell, 1992) in terms of the 
inferences they make regarding causes and consequences (Hewstone, 1998). Early theorists 
suggested that causal attributions were assigned by individuals to either internal or external 
factors, a result therefore of their own abilities and intentions or of something outside of 
themselves, such as luck (Hewstone, 1998). Developments of the concept, however, led to a 
more multidimensional approach and consequently a clearer understanding of the factors 
underlying it. These factors were; Locus of causality (LOG) (the internal external division), 
stability (whether the cause is stable or unstable) and controllability (the extent the individual 
has control over the outcome) developed by Weiner (1979, 1985a).
These developments were a welcome addition to attribution research, providing a 
platform for more robust empirical measures of the concept such as the Causal Dimension 
Scale (Russell, 1982). Psychometric support of this scale was mixed and given the 
prominence and interest in causal attributions developments of the scale were inevitable. The 
weaknesses and criticisms of the original scale were taken on board and the redevelopment of 
the scale (CDSII; McAuley, et al., 1992) received psychometric support that deemed it a 
sound measure of causal attributions. The current research will utilise the revised version of 
the scale to obtain individuals causal attributions of their working environment; to what 
extent do they feel they are in control of their working environment, or how stable they feel 
their working environment is for example. Causal attributions were chosen as the 
attributional focus of the study based on the qualitative information gleaned from Study One, 
particularly in relation to LOG and control.
124
6.4 Methodology
A number of researchers have called for developments in our understanding of 
emotion in psychological contract research (Conway & Briner, 2002a; Tomprou & Nikolaou, 
2011), particularly in terms of methodological advancements. Study One embraced this need 
for a move away from the more traditional survey approaches and towards more longitudinal, 
process oriented approaches to capture psychological contract and emotion data (Conway & 
Briner, 2002a; Conway & Briner, 2005; Coyle-Shapiro & Parzefall, 2008; Symon, 2004). 
Daily diaries afford an understanding of the scale of employee’s psychological contract and 
emotional variation on a daily basis and also an understanding of any patterns emerging.
Only one study to date has quantitatively examined psychological contracts and emotion 
through daily diary methodology (Conway & Briner, 2002a), however, the focus of this study 
was not entirely on daily variation. As such the current study sought to extend the current use 
of quantitative diaries within psychological contract and emotion research by focussing on 
the daily variation of psychological contract type, emotion and causal attributions.
6.5 Hypotheses
The research hypotheses of the current study are:
1 : Psychological contract type (transactional and relational), emotion (positive and negative), 
and causal attributions will change over time, and in relation to each other.
2: Relational psychological contracts will be positively linked to positive emotion and 
negatively linked to negative emotion.
3a: Based on previous assumptions - Transactional psychological contracts will not be linked 
to either positive or negative emotion. Competing hypothesis: 3b: Based on Study One
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findings - Transactional psychological contracts will be positively linked to negative emotion 
and negatively linked to positive emotion.
6.6 Method
6.6.1 Sample
The data reported in this study was collected via daily diaries on 10 consecutive 
working days. There were 104 participants, 66% of which were female and the average age 
was 30 years. The participants were all full-time workers in the UK from a variety of 
organizations and occupations (including blue- and white-collar workers). Participation was 
voluntary; there was no incentive for taking part in the research. For the same reasons as 
outlined in Study One, a snowballing technique was again employed to collect participants.
In addition to this, an interval contingent recording procedure was again utilised (Conway & 
Briner, 2005) with participants completing the diary entries at the end of each working day 
for 10 days.
6.6.2 Daily Diary
Diary methods were again chosen for their ability to capture process oriented data 
over a prescribed period of time (Symon, 2004). In addition to this, the responses provided in 
daily diaries occur close to the event, thus obtaining a more recent reaction to a specific 
question than you would through other methods, such as interviews or surveys.
Diary Instructions: The diary comprised of a set of instructions divided into two
components; the first contained definitions of the terminology used throughout the diary
(such as psychological contracts and attributions) to minimise any interpretive licence. The
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second contained details of how to complete and return the diary, along with who to contact 
should there be any problems or questions during the process of completion. In addition to 
the main diary questions, participants were required to answer demographic information 
(such as job title) on day one of the diary.
Diary entries: The main body of the diary consisted of three sections: an emotion, 
psychological contract, and causal attribution scale (see Appendix E for a full copy of the 
diary). Participants completed all three of the scales on each of the 10 days. The potential for 
common method variance occurring (due to the predictor and criterion variables being 
obtained via self-reporting from the same participants at the same time point (Chang, van 
Witteloostuikin, & Eden, 2010), was minimised by firstly collecting data at 10 different time 
points, and secondly by ensuring the scale end points and the question formats for each 
variable were different, as detailed below.
6.6.3 Measures
Section 1: Daily emotion scale
Emotions were measured daily via a scale created by Bono, Foldes, Vinson, and 
Muros (2007) containing six composite emotion variables. Three positive (e.g. happiness) 
and three negative (e.g. anger) emotions were measured on a 7-point scale (from 1 -  not at all 
to 7 -  an intense amount). These emotions were found to be the most commonly felt by 
employees; psychometric testing of the items found all positive items were highly correlated, 
and likewise all negative items were highly correlated. Principal components analysis of the 
positive and negative emotion composites also supported their distinction as a single factor 
accounted for much of their independent variance (between 70-82% found for both the
127
positive, and the negative, emotion composites) (Bono et ah). Additionally, the short nature 
of this scale v^as practical to include in a longitudinal daily diary.
Section 2: Daily measure o f  psychological contracts
The Raja et al. (2004) revised Psychological Contract Scale (PCS) measure (Millward 
& Hopkins, 1998) was employed. The reduced set of items was again better suited to a 
longitudinal daily diary, whilst still capturing the essence of the original scale. Rating of the 
18 (nine relational (e.g., ‘I feel part of a team in this organization’) and nine transactional 
(e.g., ‘My loyalty to this organization is contract specific) items was on a 5-point scale (from 
1 -  strongly disagree to 5 -  strongly agree) on a daily basis.
Section 3: Daily measure o f  causal attributions
A measure of causal attributions was employed to determine participants’ perceptions 
of control over their working life on a daily basis. The scale adopted was the Revised Causal 
Dimension Scale (CDSII) (McAuley et al., 1992). Participants were asked to rate each of the 
12 items (on a 9-point scale) in relation to their impressions or opinions of the level of control 
they felt they, or others had over their working life. The 12 items related to locus of causality 
(e.g., ‘something about you’/ ’something about others’), external control (e.g., ‘under the 
power of other people’/’not under the power of other people’), stability (e.g., ‘stable over 
time’/’not stable over time’) and personal control (e.g., ‘manageable by you’/not manageable 
by you’).
6.6.4 Procedure
A  pilot study of the quantitative diary was conducted on 17 participants (9 females
and 8 males with an average age of 27 years; representative of the main sample), to ensure no
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ambiguities in the instructions or questions and also that the time scale and level of questions 
met analysis requirements (Symon, 1998). No issues arose as a result of the pilot study and 
the data collected were suitable to meet the analysis requirements of the study, thus all pilot 
participants data was included in the main analysis.
Before receiving the diaries participants received an information sheet detailing the 
purpose of the research and the requirements of the participant (Appendix F). They were also 
offered two options regarding the form of the diary: electronic or hard copy. Consent forms 
(Appendix F) were provided, and once received completion of the diary commenced. Part of 
the consent form was a list of organizations and useful links that the participants could 
contact if they felt that participation in the study highlighted any issues in their working lives 
that they would like to discuss with someone. However, it was not expected that any 
negativity would arise from participation in this study. If completing the diary in hard copy 
participants were either personally given, or posted, the full 10 days of the diary. Diaries were 
then returned in the same way they were delivered. If, however, they were completing the 
diary electronically they received each diary entry via email, after they had completed work 
each day, and returned it in the same way.
The diaries were completed over 10 consecutive working days. Those that completed 
a hard copy version of the diary were contacted via telephone at several time points to ensure 
there were no questions, or problems, with completion. These calls also acted as a prompt to 
ensure continued commitment to the completion of the entire diary. Those who completed 
electronically were prompted by the email containing the diary each day and also reminded at 
several points throughout the study that they could ask questions at any time. At the end of 
the 10 days participants were sent a follow-up questionnaire (Appendix G) to complete
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regarding their experiences of participating in the study. This was to done to ensure there 
were no issues that needed addressing regarding diary completion. As with the previous 
Study, no problems were reported from the participants; however, only 72% of participants 
returned the follow-up questionnaire in the current Study. A potential reason for this was that 
those who completed Study One had a closer relationship with the researcher, therefore being 
more aware of the importance of this information being received. The percentage of returned 
follow-up questionnaires was however sufficient for the researcher to be confident that the 
information provided was clear and completion of the diary was straight forward.
6.7 Results
6.7.1 Contents Item Analysis
Psychological Contracts: An reliability analysis using Cronbach’s alpha confirmed 
the transactional and relational distinction suggested by Raja, et al. (2004) after the removal 
of two items (“The importance of being flexible” and “No identification with the 
organizations goals”) from the transactional scale resulting in excellent alphas (.97 and .98 
respectively) and all scale items correlated >.3 supporting their reliability within the current 
research. Items included in each scale are shown in Table 5.
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Table 5: Items included in the transactional and relational scales after item analysis
T ransactional I work only the hours set in my contract and no more 
M y commitment to the organization is defined by my contract 
My loyalty to the organization is contract specific 
I prefer to work a strictly defined set o f working hours 
I only carry out what is necessary to get the job  done 
I work to achieve the purely short-term goals o f my job 
My job  means more to me than just a means o f paying the bills
R elational I expect to grow in this organization
I feel a part o f the team in this organization
I have a reasonable chance o f promotion is I work hard
To me working for this organization is like being a member o f a family
The organization develops/rewards employees who work hard and exert themselves
I expect to gain a promotion in this company with length o f service and effort to achieve goals
I feel the company reciprocates the effort put in by its employees
My career path is clearly mapped out
I am motivated to contribute 100 percent to this company in return for future employment 
benefits
Hypothesis 1 set out to examine the variation of psyehological contracts, emotion, and 
causal attributions over completion of the daily diaries and how they were related. Repeated 
measures ANOVAs of both emotion valences (positive/negative), both contract types 
(transactional/relational), and all four causal attribution scales (LOC/stability/personal 
control/external control) showed minimal variation over the 10 days. Positive emotion and 
personal control attributions were not significant; F (9, 927) = .78, p>.05, and F (9, 927) = 
1.01, p>.05 respectively. The remaining six ANOVAs were significant at p<.05; negative 
emotions: F (9, 927) = 6.36, transactional contracts: F (9, 927) = 3.53, relational contracts: F 
(9, 927) = 2.67, LOG: F (9, 927) = 1.99, stability: F (9, 927) = 1.81, and external control: F
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(9, 927) = 1.99. However, contrasts from day to day did not reveal any meaningful trends. 
Hypothesis 1 was thus not supported and the data were collapsed into mean scores for each of 
the variables; transactional psychological contracts, relational psychological contracts, 
positive emotion, negative emotion, and each of the four causal attributions 
(LOC/stability/personal control/external control). The remainder of the analyses use the 
means from this collapsed data. The multiple time point data obtained through the 
longitudinal diary, despite being collapsed, gave a more accurate portrayal of the participants’ 
experience of the variables.
6.7.2 Descriptive Statistics and Correlations
Mean psyehological contract, emotion, and causal attribution data were used in all 
analyses of the diary data. Table 6 reports descriptive statistics and correlations across all of 
the variables used for inferential analysis.
Emotion: The mean score on the 7-point scale for positive emotion was 4.05 whereas 
the mean scale score for negative emotion was lower at 2.53. Psychological contracts: The 
mean relational scale score was 2.66 whereas the mean transactional scale score was lower at 
1.80. Causal attributions: Table 6 shows the mean scores over the 10 day period for each of 
the attribution components. Locus o f  causality (LOC): The LOG scale score was 6.01. 
Stability: Mean stability scale scores were 4.41. External control: The mean external control 
scale score was 7.34. Personal control: The mean personal control scale score was less than 
the external control score at 6.11.
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Table 6: Study variables: Means, standard deviations and intereorrelations
Variable Mean SD 1 2 3 4 5 6 7 8
1 RPCsx 2.66 .74 (.97)
2 TPCs X 1.80 .50 -.50** (.98)
3 P Emotion x 4.05 .91 .51** -.40** (.90)
4 N Emotion x 2.53 .81 -.26** .31** -.23* (.85)
SLOCx 6.01 1.40 .17 -.02 .15 .07 (.97)
6 PControl x 6.11 1.52 .24* .00 .27** -.01 .70** (.97)
7 Stability x 4.41 1.30 -.12 .25** -.08 .13 .12 .20* (.96)
8 EControl x 7.34 1.39 .10 -.25** .03 -.13 -.03 -.33** -.18 (.96)
Note: N=104 in all correlations, RPCs = relational psychological contracts, TPCs = transactional psychological contracts, P = positive, N = 
negative, LOC = locus of causality, PControl = personal control, EControl = external control, * = p<0.05, ** = p<0.01.
Correlations: Relational psyehological contracts correlate positively with the mean 
positive emotion score (r = .51, p<0.01) and correlate negatively with the mean negative 
emotion score (r = -.26, p<0.01). Transactional psychological contracts correlate positively 
with the mean negative emotion score (r = .31, p<0.01) and correlate negatively with the 
mean positive emotion score (r = -.40, p<0.01). Relational psychological contracts correlate 
positively with personal control attributions (r = .24, p<0.05). Transactional psychological 
contracts correlate positively with attributions of stability (r = .25, p<0.01), and negatively 
with external control (r = -.25, p<0.01). Positive emotions correlate positively with personal 
control attributions (r = .27, p<0.01). Negative emotions did not correlate with any of the 
causal attribution items.
In summary, the patterns of relationships emerging from the data are a relationship 
between positive emotions with relational contracts and negative emotions with transactional 
contracts. The relationships between causal attributions and the other variables are less clear 
cut; thus the decision was made to remove causal attributions from the remainder of the
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analyses and foeus solely on the relationship between psyehological contract type and 
emotion tone.
6.7.3 Regression analysis
Regression analyses were carried out to distinguish whether transactional or relational 
psychological contracts were associated with positive or negative emotions. It was 
hypothesised that relational contracts would be more strongly predictive of positive emotions 
whereas transactional contracts would be more predictive of negative emotions. This 
hypothesis was made on the basis of the qualitative link between contract type and emotion 
found in Study One. Both contract types were, however, entered in the same step of the 
analysis given the limited theoretical understanding of this link. Table 7 details the output of 
these analyses.
Both models were significant and were in line with the hypotheses and findings from 
the previous study. Relational psychological contracts accounted for 29% of the variation in 
positive emotions, whereas transactional contracts did not significantly account for any of 
this variation. Transactional psyehological contracts accounted for 11% of the variance in 
negative emotions, whereas relational psychological contracts did not significantly account 
for any of this variation. Regression analyses suggest that there are differences in the contract 
types that predict positive and negative emotions, supporting Hypotheses 2 and 3b.
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Table 7: Regression analysis of psychological contract type and emotion
B SE E
Positive emotions 
Step 1
Constant 3.33 .56
Relational PCs x .51 .12 .41**
Transactional PCs x -.35 .18 -.19
Negative emotions 
Step 1
Constant 2.23 .55
Relational PCs x -.15 .12 -.14
Transactional PCs x .39 .18 .24*
Note'. N=104 in all correlations, PCs = psychological contracts. 
Positive emotions: = .29; Negative emotions: = .11,
* = p<0.05, ** = p<0.01.
6.7.4 Summary
The data did not show any significant daily variations in the type of psychological 
contract employees’ perceived, the emotions they experienced, or the causal attributions they 
made over the 10 days of the diary. However, they did suggest some specific links between 
emotions and psychological contracts which support the findings from Study One: positive 
emotions were more strongly correlated with relational psyehological contracts and negative 
emotions more strongly correlated with transactional contracts. Also, relational psychological 
contracts were predictive of positive emotions, whereas transactional psychological contracts 
were predictive of negative emotions. Various aspects of the causal attribution data were 
related to psychological contract and emotion data. However; these findings were mixed and 
as a result they were not maintained as a foeus of the research.
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6.8 Discussion
The current study has developed the propositions made in Study One by supporting 
the finding that certain emotions are linked to certain contract types. Looking specifically at 
two types of contract that employees could hold, the results suggest that the emotive qualities 
linked to transactional and relational contracts differ. In particular, those who perceive a more 
relational relationship with their organization appear to experience more positive emotion, 
whereas those who perceive a more transactional relationship with their organization appear 
to experience more negative emotion. Contrary to the suggestion then that transactional 
contracts are relatively void of emotion, and relational contracts emotion laden (Rousseau, 
1995), the findings from this study again suggest that both contract types are emotion laden, 
albeit with different valences of emotion. Questions of the conceptualization of emotion 
within these psychological contract types have to be asked as they have not been supported 
with the empirical research thus far.
Interestingly, variation in psychological contracts and emotions over the 10 day 
period was minimal. This is a curious finding given the dynamic, process based nature of 
both psychological contracts and emotion (Conway & Briner, 2002a). It was expected that 
there would be some significant fluctuation. A potential reason for this is that the time period 
the data was collected over was not sufficient for significant changes to be experienced. 
Alternatively, the participants were perhaps consciously monitoring the emotional responses 
they provided - linking to a potential limitation of the study.
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6.9 Limitations
A significant limitation to the study is the method itself, whilst a notable strength in 
capturing process data and allowing the complexities of the relationship to be explored, it is 
also acknowledged that daily diaries can potentially alter a participants thought processes. 
Self-reporting on a daily basis can result in the participant becoming more aware, and even 
self-conscious, of the phenomenon under study (Wheeler & Reis, 1991), potentially altering 
their impressions or reactions. It seemed prudent, however, for the purpose of the current 
study to accept that no method is without its flaws and daily diaries were thought to be the 
most suitable method to address the aims detailed at the outset of the study.
6.10 Conclusion
6.10.1 Towards reconceptualizing emotion within psychological contract type
The findings from both Study One and Study Two propose the need to re-evaluate our 
understanding of the transactional/relational contract type distinction, in particular 
acknowledging the potential role of emotion within both contract types. The link between 
contract type and emotion valence has been supported in both studies, however there remains 
scope to explore this relationship in more detail. There are, as yet unanswered questions 
surrounding how, and why these contract types and emotion are linked? What are the 
consequences of these links? How are these links played out in the workplace? To address 
these questions, thus gaining a deeper understanding of the processes that occur between 
these two variables a qualitative approach is necessary.
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6.10.2 Chapter Seven outline
Chapter Seven outlines Study Three whieh takes a qualitative approach to exploring 
the links discovered between psyehological contracts and emotion. In order to address the 
aforementioned questions surrounding these links a sensemaking approach is used to explore 
the relationships (Weiek, 1995). Critical incident technique will be used in Study Three to 
offer some context for participants to discuss their employment relationship and emotion. The 
critical incidents used were the perceived experiences of a broken and exceeded promise. As 
such, the study explored how the type of contract perceived by an employee (a more 
relational or transactional form of contract) is used to make sense of their emotions 
throughout the experience of a perceived broken and exceeded promise. Critical incidents not 
only offer some contextual reference for the participant, they also evoke recollections that are 
of significance to the individual. By using Critical incidents it was more likely that the 
memory evoked would have some related emotional response whieh was necessary to meet 
the primary aims of the research. Chapter Seven begins with an overview of sensemaking 
theory, followed by details of Study Three.
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Chapter Seven:
7. A sensemaking perspective of psychological contracts and 
emotion
7.1 Introduction
Chapter Six detailed the second study in this thesis whieh took a quantitative daily 
diary approach to examining the links between psychological contract type and emotional 
valence put forward in Study One. Together these studies propose: the type of relationship an 
employee perceives they hold with their organization (transactional or relational) is linked to 
the emotions they experience in the workplace. The aim of the current study is to gain a 
deeper understanding of the process of this link and how the relationship is made sense of by 
employees. As such, a qualitative approach has been taken in whieh a sensemaking 
perspective is used to explore the process (Weiek, 1995). The Chapter will begin by outlining 
the background to sensemaking theory and the properties that have come to define it, before 
discussing the sueeessfiil application of sensemaking theory to both psychological contract 
and emotion literature. The Chapter will then outline Study Three and the application of 
sensemaking theory to address the aims of the study.
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7.2 A sensemaking perspective
As the social world under any aspect whatsoever remains a very complicated 
cosmos of human activities, we can always go back to the “forgotten man” of 
the social sciences, to the actor in the world whose doing and feeling lies at the 
bottom of the whole system (Schütz, 1964, pp. 6-7)
Sensemaking is described as a process of interpreting and providing meaning to both the self 
and the world in whieh the self exists (Weiek, 1995). Applying Schütz’s (1964) observation 
to organizational research, it implies that understanding the person within the organization 
(system) is integral to understanding the organization (system) as a whole. Sensemaking 
takes the observations back down to that individual level and thus enables the sensemaking 
researcher to explore individuals’ constructions of an event.
Exploring the concept of peoples’ constructing and making sense of their 
environments has been implicit in writings and research for many years. It is work from the 
likes of William James (1890) and George Herbert Mead (1938) who have provided the 
foundations of what has now come to be known as the theoretical framework: sensemaking.
It was however Karl Weiek (1979; 1995) who developed the understanding we have today of 
sensemaking and firmly placed it within the context of organizations to develop 
‘organizational sensemaking’. In principle, ‘organizational sensemaking’ has similar 
properties to sensemaking in general. It is specific however in the sense that it is an integral 
component of more fully understanding an employee’s experience of organizational life.
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7.2.1 Properties o f  sensemaking
There are several key concepts, or properties, now synonymous with the sensemaking 
process. These enable sensemaking to distinguish itself from other processes, such as 
attributions, whieh could also be used to explain employee’s behaviours or actions in the 
workplace. These seven properties are; grounded in identity construction, retrospective, 
enaetive of sensible environments, social, ongoing, focussed on and by extracted cues, and 
driven by plausibility rather than accuracy (Weiek, 1995). They are the cornerstone of 
organizational sensemaking and will each be discussed in turn.
Grounded in identity construction: The process of constructing one’s own reality 
involves interpretations of what is happening in your surroundings; these interpretations are 
likely to be, and very often are, different from one person to the next (Eden, Jones, & Sims, 
1988), even if it is the same experience being interpreted by more than one person (Follett, 
1924). These interpretations are suggested to be what generates the meaning making whieh 
lies at the heart of the sensemaking process (Blumer, 1969). Blumer goes on to include a 
process of ‘self-interaction’ when interpreting experiences and linking them to some kind of 
meaning. Self-interaction implies that the process of making sense is not one that merely 
happens at some unconscious level. It requires acknowledgement of the meanings made in 
relation to the ‘self, the understanding that ‘self has of the event, revision of these created 
meanings when necessary, and their eventual role in guiding various actions.
The ideas put forth by Blumer resonate with the first of the seven properties of
sensemaking; grounded in identity construction. Weiek (1995) highlights how the
sensemaking process starts with the individual, the sensemaker, and this sensemaker is
“himself or herself an ongoing puzzle undergoing continual redefinition” (p.20). This process
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of meaning making and redefining meanings aets not only to contribute to this ongoing 
puzzle, but also to help piece it together. The meanings linked to certain experiences and 
one’s own sense of identity (or ‘self) influences one another to create a reciprocal 
relationship. This relationship then feeds into the way in which sense is made of an 
experience.
Retrospection: Interpretation of experience is something that occurs as it is in action 
(Follett, 1924). The process of understanding the meaning of an experience however is 
something that can only occur once it has passed, once it has been experienced (Pondy & 
Mitroff, 1979). Meaning making then occurs in a purely retrospective environment whieh 
leads us into the second of the seven properties of sensemaking: retrospective. The 
retrospective nature of meaning making has been implied by many theorists; for example 
Sehutz (1967) explores the phenomenology of meaningful ‘lived’ experiences. This in itself 
implies that the experience has been completed, it is in the past.
Ongoing: Importantly, there is a direct link between the property of retrospection and 
that of ongoing. Sehutz (1964) details how the stream of consciousness is in a state of “pure 
duration” (p.45), much like the idea that sensemaking has no start or end point - people are 
generally in the middle of things (Weiek, 1995). Sehutz goes on to explain how this ‘pure 
duration’ becomes a reflection, and thus retrospective. The modification of awareness and 
attention that occurs when an experience is no longer a part of the current stream of 
consciousness, or duration, is what transforms it from being part of the living, to being part of 
the ‘lived’. Ultimately this generates a retrospective account of an experience.
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An important criticism to address with regards to retrospective accounts more 
generally, and the type of retrospection that occurs during the sensemaking process, rests on 
the time delay between experience and recall. The retrospective account in the process of 
sensemaking occurs almost immediately after the experience has occurred, thus the 
opportunity for the experience to be distorted is greatly reduced (Weiek, 1995). In addition to 
this, Weiek explains how the process of sensemaking can be relatively short. Once the 
sensemaker has attributed satisfactory clarity to the experience, retrospection is no longer 
necessary. Retrospection within the sensemaking process then is different from other forms 
of retrospection, avoiding some of the major criticisms that surround the process of 
retrospection. It is fundamental in allowing interpretations and meaning to be made of the 
‘ongoing’ experiences in a person’s working life.
Enaetive o f sensible environments: The sensemaker is the key component of the 
sensemaking process in that they generate meaning from the experiences they encounter. One 
must also acknowledge, however, the environment the sensemaker is in, and the important 
role this plays in the process. There is thought to be a reciprocal association between the 
environment and the individual sensemaker. This is nicely summarised by Follett (1924) 
when he states that “we are neither the master nor the slave of our environment” (p.l 18), 
suggesting that each can influence the other. Follett also goes further by suggesting there is 
merely a reciprocal relationship where the environment and the individual singularly 
influence the other, but rather that there is a “doctrine of circular response” (p. 124). In whieh 
the individual reacts to the relationship between them and the environment, not merely the 
environment itself. This idea is important as it suggests that the individual and their 
environment work together to produce a whole. The sensemaker thus has an active part to 
play in the process - using their knowledge of the environment around them, and the
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relationship they have with the environment as part of the development in understanding and 
making sense. This links nieely to another of the seven properties of sensemaking: enaetive 
of sensible environments. This property embraces the ideas highlighted by Follett (1924), and 
later Blumer (1969), about employees not being passive. They do not merely react to an 
environment that is presented to them; they are party to and to some extent responsible for 
that environment. The sensemaker has helped to generate the environment they experience. 
Their behaviour can influence the opportunities or constraints within these environments that 
they have helped to create (Weiek, 1995).
Focussed on and by extracted cues: As previously discussed; sensemaking occurs 
when an experience is removed from the stream of constant experiences and reflected upon. 
As such, one’s attention has shifted and focus is speeifieally on this experience. The 
important point here is that not all experiences within the ‘pure duration’ of life can be 
exclusively reflected upon. In fact only certain things are chosen to be subject to the 
sensemaking process, which links to another of the seven properties of sensemaking: 
focussed on and by extracted cues. Because sensemaking is such a quick proeesss, it is 
important to understand what, and how, individuals make sense of their experiences (Weiek, 
1995).
An extracted cue is a familiar structure, often determined by the context, or
environment, in whieh the person is in. This cue then acts as the basis of understanding the
experience in a broader sense. As suggested by Starbuck and Milliken (1988) - we can only
be expected to interpret and make sense of things that we have taken notice of.
Fundamentally, these are the extracted cues of our surrounding context. This property further
highlights the ‘active’ nature of the sensemaker in the sensemaking process as Weiek (1995)
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suggests that it is only those eues in the environment whieh are salient or of some interest to 
the individual whieh will be taken notice and made sense of.
Social: A theory whieh has helped to generate some of the fundamental principles of 
the sensemaking process is that of symbolic interaetionism (Blumer, 1969). This theory 
emphasises the importance of several aspects already discussed; meaning, interpretation, and 
reciprocity. A further crucial element and another of the seven properties of sensemaking is: 
social. Blumer (1969) details how symbolic interaetionism views the meanings people 
generate from experiences as a product of social interaction and the way in whieh people 
react to the experience that the individual is making sense of. Sensemaking theory also 
suggests that social influences can have a very important role to play in the way people make 
interpretations. Whether an audience is real or imagined, no sensemaking occurs as a solitary 
process (Weiek, 1995). Importantly, also in the symbolic interaetionism literature is the idea 
that objects involved in the meaning making process may represent different things to 
different people (Blumer, 1969). Weiek (1995) also proposes these differences in 
interpretation as relevant to understanding the social influences upon the sensemaking 
process.
The social aspect of sensemaking is not representative of people in the same context 
sharing the same understanding of an experience, but merely that the actual experience itself 
has been shared by more than one person. Overall then, social factors have the ability to 
influence the way in whieh an event is interpreted and the meaning that is generated from the 
experience. However, it is important to note that when discussing the sensemaking process of 
a single person, or employee, the process of understanding and making sense of this meaning 
is done at the individual level and is not a group process.
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Thus far the sensemaking process has been described in relation to two aspects of the 
process: the first relates to what is occurring during the sensemaking process, for example, an 
active agent (sensemaker), retrospection, an extraction of cues from the environmental 
context, and an ongoing stream of consciousness. Secondly, in terms of what influences the 
process, such as; social influences, and one’s identity. Importantly also is the purpose behind 
the sensemaking process; when an employee is attempting to understand a situation through 
making sense of it, what is the driving force behind this sensemaking?
Driven hy plausibility rather than accuracy: This leads us to the last of the seven 
properties of sensemaking; driven by plausibility rather than accuracy. The purpose of 
making sense of an experience is not to produce a specific and accurate account of the events 
as they unfold, but rather, in the words of Weiek (1995) it is about; “plausibility, pragmatics, 
coherence, reasonableness, creation, invention, and instrumentality” (p.57). Interestingly, as 
one is progressing through the flow of experiences it is suggested that there is no specific 
coherence to speak of, merely phases which come together to help form this feeling of flow, 
or duration (Sehutz, 1967). It is only when one retrospectively looks at the ‘flow’ in terms of 
an experience that one creates a plausible coherence to extend meaning to the experience as a 
whole. Taking parts to generate a coherent ‘whole’ resonates with the Gestalt concept and the 
‘doctrine of wholes’. This concept has been implicated in how meaning is made of a situation 
by Follett (1924). The suggestion being that meaning is made through an acknowledgement 
of the situation as a whole as opposed to the separate elements that go to make up the 
situation. Fundamentally, what is necessary in making sense of an experience is a plausible 
‘story’ and this only comes to light once the sensemaker has retrospectively pulled some 
experience from the flow of living experiences.
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Sensemaking theory then details what oeeurs during the process of making sense, 
aspects that can influence upon the sensemaking process, and also the reasons behind why 
people make sense of things. This allows for researchers applying the perspective to gain a 
holistic overview of the way an employee comes to understand aspects of their working life.
7.3 The sensemaking perspective in organizations
A sensemaking perspective within organizations is an important approach to more 
fully understand the experiences of employees working life. Indeed some researchers have 
gone so far as to suggest that the sensemaking perspective is one that will enable gaps in 
organizational theory to be addressed and filled (Weiek et al., 2005). An array of 
organizational research areas have applied a sensemaking perspective, such as; culture, 
management perceptions, and career change (Harris, 1994; Sutcliffe, 1994; Wise & Millward, 
2005).
A sensemaking fi*amework has also been successfully applied to the employment
relationship literature, speeifieally psychological contract research (De Vos et al., 2005;
Millward & Cropley, 2003). Rousseau (1995) implicated sensemaking as an important aspect
of psychological contracting, in particular relation to contract breach. The suggestion being
that the way the breach was understood by the employee would impact upon the employee’s
reactions to that breach and also the way the breach would be experienced. This was also the
implication in a theoretical model of contract violation (Morrison & Robinson, 1997). One of
the key reasons behind the successful application of sensemaking theory to psyehological
contract research is that a sensemaking perspective takes observations back down to the
individual level and gains an individual's perspective. Much like that of psychological
contract conceptualization (Chaudhry et al., 2009) - thus making it a suitable theory to apply
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to the current study. The remainder of this Chapter will discuss how sensemaking literature 
has previously been understood within psychological contract and emotion literature; linking 
this to the current study and the reasons behind why a sensemaking perspective being chosen 
to explore the link between psychological contract type and emotion in the workplace.
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Study Three
Psychological contract type: a lens through which to make sense of 
workplace emotion
7.4 Introduction
How do individuals construct what they construct, why and with what effects?
(Weick, 1995, p. 4)
These questions underpin the foundations of sensemaking theory. They will also be used as 
the starting point with which to explore and understand more clearly the link between 
psychological contract type and workplace emotion. As was discussed in the previous 
Chapter, two forms that the psychological contract can take (such as transactional and 
relational) have been suggested to have different emotive qualities (Rousseau, 1995). Prior to 
the findings of Study One and Two, our understanding of what these emotive differences 
were, was limited to the suggestion that relational contracts had an emotional 'focus', whereas 
transactional contracts did not. The findings from the two previous studies suggest that the 
emotional differences in these two types of psychological contract are more complex than 
just different levels of emotional focus, but rather that the two contract types house different 
valences of emotion. Direction of the current study has thus been informed by these findings. 
The aim being to:
>  Explore how the type of psychological contract an employee perceives they hold with 
the organization (transactional or relational) is implicated in the sense they make of 
their emotions, with specific reference to their emotions when experiencing a broken 
and exceeded promise.
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7.5 Emotion and psychological contracts: A sensemaking perspective
Sensemaking theory allows for an understanding of a situation from an individual’s 
perspective (Weick, 1995). This sits well with the premise of the psychological contract 
being an individual's set of beliefs surrounding promissory based exchanges with their 
organization (Chaudhry et al., 2009; Rousseau, 1995). Despite sensemaking theory being 
well-suited to the study of psychological contracts, and a particular call for sensemaking 
theory to be applied to the study of psychological contracts and emotion, it remains an 
underutilised framework within psychological contract literature (Parzefall & Coyle-Shapiro, 
2011).
The seven distinct properties of sensemaking (grounded in identity construction, 
retrospective, enactive of sensible environments, social, ongoing, focussed on and by 
extracted cues, and driven by plausibility rather than accuracy) have the potential to aid 
explanations of the sense made of various aspects of psychological contracting. However, it 
is also likely that some properties will play a more significant role than others in certain 
situations. The current study will remain open to the potential that any/all of the seven 
properties will play an important role in the sensemaking processes examined. However, in 
light of the focus of the study on contract type, it is possible that two properties in particular 
will play a more crucial role than the others. These properties are; ‘focussed on and by 
extracted cues’, and ‘driven by plausibility rather than accuracy’. The reasons behind singling 
these two properties out as potentially important are outlined below.
7.5.1 Focussed on and by extracted cues
The process of sensemaking happens very quickly. As such the cues that are extracted
from the environment are often familiar to the individual and are determined by the context
150
the person is in. These cues then act as the basis of understanding the experience in a broader 
sense (Weick, 1995). There are many contextual elements of an employees working life that 
could influence the way they experience emotions at work, for example, whether it is 
acceptable to be emotional, the emotive nature of the job, and the social support within the 
organization. As previously discussed, contract types are considered to be schemas within the 
employment relationship, used by employees to make sense of the information they receive 
(Rousseau, 2011). In this vein, it is also possible that the type of relationship employees 
perceive with their organization could be a contextual factor influencing their emotional 
sensemaking.
7.5.2 Driven by plausibility rather than accuracy
The purpose of making sense of an experience is not to produce a specific and 
accurate account of the events as they unfold but rather, in the words of Weick (1995) it is 
about; “plausibility, pragmatics, coherence, reasonableness, creation, invention, and 
instrumentality” (p.57). Fundamentally, what is necessary in making sense of an experience 
is a plausible ‘story’ which comes to light once the sensemaker has retrospectively pulled 
some experience from the flow of living experiences. The type of relationship an employee 
perceives they have with their organization has the potential to act as the underlying 'story’ in 
terms of how experiences and their associated emotions are made sense of by the employee.
It is thus proposed that 'focussed on and by extracted cues' and 'driven by plausibility rather 
than accuracy' will play a fundamental role in the way emotion is made sense of alongside 
contract type.
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7.5.3 Application o f sensemaking theory to organizational research
The successful application of the sensemaking framework to psychological contract 
and emotion research is potentially down to the fact that the impetus for sensemaking is 
particularly strong when routine lived experience is interrupted in some way (Schütz, 1967). 
It is the experience of an interruption, and the process of making sense of this interruption, 
which is regarded as the point at which emotions are most strongly implicated in the process 
(Weick, 1995). The experience of emotion within sensemaking is ever more likely should the 
interruption be unexpected. An implication also found in Weiss and Cropanzano’s (1996) 
Affective Events Theory (AET) in which they describe ‘exogenous factors’. An exogenous 
factor is thought to be an affective event which acts to disrupt the expected patterns of affect; 
referred to as a ‘shock’. These shocks are then suggested to evoke an emotional reaction.
Initial psychological contract and emotion research focussed on the emotional 
undercurrents of experiencing a contract violation - the emotional reaction to a perception of 
wilful breach in contractual obligations on the part of the organization (Robinson & 
Rousseau, 1994). A sensemaking perspective was applied to the development of a theoretical 
model of contract violation, detailing the process of employees’ interpretation of a contract 
breach (Morrison & Robinson, 1997). The suggestion being that an unexpected and negative 
event, such as a contract breach, will act like a trigger to the sense-making process and 
explain elicitation of the experience of contract violation. Contract breach research has also 
supported this idea with the suggestion that a breach of contract is perceived as an 
interruption to the relationship, and expectation was important to the way sense was made of 
the associated emotions (Parzefall & Coyle-Shapiro, 2011).
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Expectations thus appear to be fundamental in initiating the sensemaking process after 
a specific event has occurred. In accordance with this assumption, it is not necessarily only a 
broken promise that could be classed as an unexpected interruption. The perception of an 
exceeded promise may too fall into this category dependent on the expectations of the 
employee. This would implicate sensemaking as a suitable perspective with which to explore 
emotional reactions to the perceived experience of both a broken and exceeded promise by 
the organization. It also influenced the decision of the current research to include both broken 
and exceeded promises as the critical incidents to incorporate into the interviews. The 
expectations of employees were unknown before the interviews, thus including both acted not 
to restrict dialogue with the participants.
Broken promises within a contract (understood as contract under-fulfilment) have 
been linked to the experience of negative emotion, and exceeded promises within a contract 
(understood as contract over-fulfilment) have been linked to the experience of positive 
emotion (Conway & Briner, 2002a). Some research then suggests that over-fulfilment of the 
contract would be perceived as a positive scenario by employees. It has also been suggested 
however that once a contract has been fulfilled, anything further, would take the contract into 
a sense of over-fulfilment. The potential outcome of such would be no further positive 
impact, over and above that of contract fulfilment (Conway & Briner, 2005). The complexity 
of contract over-fulfilment has been addressed through an approach known as the expanded 
view (Lambert et al., 2003). The expanded view is one which acknowledges that contract 
fulfilment can be interpreted differently, in terms of being perceived more positively or 
negatively by an employee dependent on what the promise comprises of (Lambert, 2011 ; 
Montes & Irving, 2008). It is suggested, for example, that over fulfilling an employee's
contract in terms of their pay would most likely be received as a favourable over-fulfilment.
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Over fulfilling a contract in terms of the work that an employee is expected to complete, 
however, may be received less favourably.
The proposition of exceeded and broken promises being linked to different types of 
emotion was a further reason behind both types of promise being included in the current 
study. The exact nature of the promise that was perceived as broken or exceeded, and 
whether it was perceived as positive or negative was left open for the employee to direct and 
discuss. This allowed for the current study to add to our somewhat minimal understanding of 
what emotions are linked to exceeded promises, and how the type of relationship employees 
perceive with their employer are linked to the emotional interpretations of both broken and 
exceeded promises.
Whilst previous research has investigated how sense is made of emotions following 
the experience of a perceived contract breach, and the emotions that are linked to both broken 
and exceeded promises (Conway & Briner, 2002a; Parzefall & Coyle-Shapiro, 2011), there 
remains a gap in the literature. How contract type is implicated in this link between 
psychological contracts and emotion: Is sense made of emotion differently by those with 
transactional or relational contract types? Is contract type linked to the emotional 
interpretations of specific events? Based on Study One and Study Two, the understanding is 
that certain contract types are more closely linked to certain valences of emotion. The aim of 
the current study, however, is to develop this into an understanding of the process between 
these links - is the type of relationship perceived by the employee implicated in the sense 
made of emotional experiences at work?
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7.6 Methodology
As previously discussed in Chapters Three and Five, there has long been a bias in 
psychological contract literature towards the use of quantitative scale based measures. This is 
despite the fact that prominent researchers of psychological contracts have called for more 
descriptive, qualitative methods to be applied to psychological contract research (Coyle- 
Shapiro & Shore, 2007; Rousseau, 2011). Study One embraced a new methodological 
direction through the use of qualitative daily diaries. This approach addressed both the need 
for qualitative and process based approaches to be applied to psychological contract research.
Although the qualitative diaries produced some interesting findings - those which 
were crucial to the direction of this thesis, there were limitations to this method that have 
influenced the decision not to utilise it in the current study. The level of input from 
participants was on occasion limited and at a somewhat superficial level. As a result, 
interpreting the data was at times difficult. Given the very nature of the diary method there is 
no opportunity for a researcher to clarify and further probe the answers provided by 
participants until after the diaries have been returned. To seek clarification from participants 
at this time would be to undermine the potential of daily diaries to capture data close to the 
event happening, thus minimising the need for participants to rely on recalling the 
information from memory. As such, to address the aims of the current study - to gain a deeper 
understanding of process, qualitative interviews were the more suitable choice of method to 
utilise.
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7.7 Research questions
The research questions for the current study are:
>  Are perceptions of psychological contract type (transactional or relational) implicated 
in the way sense is made of emotion surrounding the experience of a broken and 
exceeded promise?
>  Are perceptions of psychological contract type (transactional or relational) implicated 
in the way sense is made of the general experience of emotion in the workplace?
7.8 Method
7.8.1 Sample and Procedure
The sample comprised of 30 full-time employees of various organizations and 
occupations. The average length of tenure with their current organization was 22 months (a 
range of 2 months to 9 years). Participants’ average age was 26 years (with a range of 22-35 
years), 18 females and 12 males (see Table 8 for participant demographics). The only criteria 
required to be met for participation was to be in full-time work, but not self-employed. 
Participants from Studies One and Two were exempt from taking part in the current study.
Participation in the study was voluntary and recruitment was carried out via snowball 
sampling. Emails were sent to friends, colleagues and acquaintances detailing the outline of 
the study and were also asked to pass details of the study onto friends and acquaintances 
fitting the selection criteria. Adverts were also placed in various alumni magazines and on 
work related online forums (see Appendix H). On reply to the initial recruitment email/advert 
participants were provided with an information sheet. This detailed the full extent of what 
their participation in the study would involve, ensuring informed consent (Appendix I).
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Table 8: Participant demographics
Participants
(pseudonym)
Age 
(Y ears)
Sex Occupation Transactional or 
Relational 
relationship
: Amy 27 ]• Consultant R
John 25 M Town Planner R
: Nick 24 M Travel writer
Claire 24 F Merchandising Associate
 ^ .
Toby 25 M Lead worker
Rick 24 M Junior consultant R
, Clara 27 F Consulting Psychologist R
Kaye 27 F Senior researcher R
Sarah 34 F Careers Advisor R
Pauline 26 F Advisory Consultant R
; Kimberley 27 F Client Services Manager
Richard 28 M Associate Director T
i Michelle 29 F Researcher; project manager
Kate 23 F Hairdresser R
Will 25 M Recruitment consultant
Amelia 27 F Children and families operational manager R
David 27 M Recniitment consultant
Jasper 27 M Senior resource consultant R
; Naomi 28 F Lecturer R
Sam 22 F Bar steward/waitress T
Chris 25 M Paralegal ' ..............................R
Sasha 23 F Primary School Teacher R
Lauren 25 F HR Administrator
Sophie 26 F Research psychologist R
: Wayne 23 M Operations and logistics manager R
Tasha 29 F Organizational coordinator T
Damien 26 M Consultant Psychologist R
Nadia 26 F Marketing executive R
35 M Outsourcer .... ............... .........
Lilly ....." i f ...... .....""F.. Nail technician R
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Data was collected via semi-structured interviews. On agreeing to take part in the 
research, participants specified whether a face-to-face or telephone interview would be more 
convenient. Both forms of interview were used during data collection, on the well-defended 
assumption that telephone interviews are as valuable a source of medium to collect 
qualitative data as that of a face-to-face interview (Cachia & Millward, 2011). Those 
participants who had chosen a telephone interview completed a consent form electronically 
before commencement of the interview, whilst those whose interviews were face-to-face 
completed a hard copy of the consent form immediately before the interview. Participants 
provided an email address on the consent form if they agreed to being sent a follow-up 
questionnaire (Appendix J). Part of the consent form was a detachable sheet detailing 
organizations and resources they could contact should they experience any emotional distress 
as a result of participation in the interview, although it was not expected that they would 
(Appendix I).
7.8.2 Interviews
Interviews took approximately 30-45 minutes and were recorded to allow for 
transcription. On completion of the interviews participants were reminded of the short (five 
minute) follow-up questionnaire that would be sent seven days after the interview, if they had 
provided their email on the consent form. The follow-up questionnaire included questions 
about their experiences of participation in the interview and their views on their emotions at 
work - whether they had changed as a result of participation for example. There was also the 
opportunity for participants to detail any issues that had arisen as a result of participating in 
the research. This was done to ensure there were no issues surrounding participation in the 
interview, or to manage any negative impacts of participation in the interview. Again it was 
not expected that any negativity would occur (Appendix J).
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7.8.3 Interview content
Interview content was based on the combined findings from Studies One and Two, 
which proposed psychological contract type was linked to a specific emotional valence. How 
work place emotions are made sense of, in relation to the type of relationship an employee 
perceives they have with their organization formed the basis of the interviews. An interview 
guide, as opposed to an interview schedule (King, 2004) was generated which consisted of 
several questions/topic areas for discussion and also potential probes to extract further 
information. The guide was used to acknowledge the flexibility inherent in qualitative 
interviews and the need not to be overly prescriptive in what and how questions were asked 
of participants. This was of particular importance here as responses to the questions were 
likely to vary greatly.
Participants were initially asked general questions, such as; ‘How would you describe 
your relationship with your organization in general?’ and ‘Are there any kinds of emotions 
that you generally feel when you are at work?’ The purpose of asking these questions at the 
outset of the interview was twofold; firstly, they were deemed non-intrusive and questions 
that the participants would be fairly comfortable with answering. This was hoped to make the 
participants feel at ease and comfortable with the interview process (King, 2004). Secondly, 
the answers to these questions were to provide a platform with which to contextualise their 
subsequent answers. For example, the understanding of ‘type’ of relationship in this study 
was categorized as a relationship which contained more relational terms, or that which 
contained more transactional terms. On asking the participant to describe their relationship 
with the organization in general, it was possible to glean an understanding of the type of 
relationship they held.
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7 .8.4 Critical incident technique
The aim of the study was to explore how the type of relationship an employee 
perceived they had with the organization was related to the sense that was made of their 
emotion. In order to achieve this aim it was necessary to offer participants some context with 
which to discuss this, and also to evoke a recollection that held personal relevance and 
meaning to the participant. A recollection with personal relevance was more likely to foster 
an emotional response, as such allowing the aim of the research to be addressed. The critical 
incident technique (CIT) was thus chosen, albeit a digression from the version of CIT 
developed by Flanagan (1954) who used it to conduct task analysis. The use of CIT for these 
interviews was more in line with researchers who have used CIT to identify the processes of 
thoughts, feelings and reasons behind behaviours which have some significant meaning 
(Butterfield, Borgen, Amundson, & Maglio, 2005; Chell, 2004). The use of CIT in this way is 
both more in line with the aim of the research and also more conducive to a qualitative form 
of analysis.
A version of the critical incident technique (CIT) (Flanagan, 1954) was used to
encourage participants to discuss how they felt about promises made by the organization in
relation to their relationship with them and their emotion. Participants were asked to recall
two specific promises, made by their organization - one where the promise was broken and
the other where the promise was exceeded. On recalling these specific promises participants
were asked a variety of questions and probes surrounding the type of relationship they felt
they had with their organization and the emotions they felt surrounding the experience. For
example; ‘How did you feel emotionally when this happened? -  What emotions did you
feel?’ and ‘Has the relationship you described influenced, if at all, the way you felt, your
emotions, when you were at work?’ Following unprompted discussions and comments in the
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pilot interviews relating to how they often managed their emotions, the following question; 
‘Are your emotions something you are aware of when you are at work?’ and related probe of 
'are your emotions something you openly express?' was added to the interview guide (for the 
full interview guide see Appendix K).
7.9 Analytic strategy
As with Study One (Chapter Five), the current study applied thematic analysis to 
organise and interpret the qualitative interviews (Braun & Clarke, 2006). As previously 
discussed in Chapter Four, thematic analysis facilitates the researcher to create and apply 
codes to the data, assimilating themes based on similarities (Leininger, 1985) for "identifying, 
analysing and reporting patterns (themes) within the data" (Braun & Clarke, 2006, p. 79). The 
flexibility of thematic analysis makes it a suitable analytic strategy to apply in a mixed 
methods research project taking a critical realist epistemological position. Thematic analysis 
can be "a method that works both to reflect reality and to unpick or unravel the surface 
'reality'" (Braun & Clarke, 2006, p. 81) - perspectives which run in accordance with that of 
critical realism (Willig, 1999).
Within Study One the analytical approach to the data was inductive; this was a result 
of the exploratory theory building nature of the research and the lack of theoretical grounding 
of knowledge in the area. However thematic analysis is flexible in that the data can also be 
approached in a theoretical or deductive way. The two previous studies within this thesis 
have offered some theoretical grounding to the current study, for example, in the direction the 
research should take, shaping the development of the interview guide, and finally, in guiding 
how the data in the current study should be coded. Coding will, for example, be based on 
several distinctions made in the data, such as; relationship type (transactional/relational) and
161
emotion valence (positive/negative) which is an understanding based on the findings from the 
two previous studies. The researcher will remain open minded whilst coding the data set, 
however, only codes of importance to the current theoretical direction of the thesis will be 
used to inform the overall themes in the study. Taking a theoretical approach to the data set 
does not create a prescriptive way of analysing the data; the input of theory here is merely to 
offer a "more detailed analysis of some aspect of the data" rather than a rich description of the 
data set overall (Braun & Clarke, 2006, p. 84). The theoretical thematic analysis approach to 
the current study was applied to offer a more detailed understanding of the processes 
involved in the links between specific psychological contract types (relational/transactional) 
and emotion valence (positive/negative) that were identified in the two previous studies. Data 
analysis of the current data set will maintain a 'relational coding' approach, as was the case 
with Study One, as a way of integrating together a comprehensive understanding of the 
employees experience.
7.9.1 Data mapping
Data mapping was carried out on the interview guide to ensure, firstly, that each 
question was adding to the overall aim of the research. Secondly, to ensure that the questions 
posed would produce enough, and the right kind of data to address the aim of the study. The 
data map produced was verified by the research supervisor to confirm the necessity and 
purpose of questions to be posed in the interview guide (see Appendix K).
7.9.2 Pilot interviews
Four pilot interviews were carried out to support the data mapping process, and to 
ensure enough data would be gleaned from the questions that would likely be asked 
throughout the interviews. This was particularly important in the opening question (“How
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would you describe your relationship with your organization?”). This was to provide the 
foundations for distinguishing between those participants who perceived a more transactional 
relationship and those who perceived a more relational relationship. The responses obtained 
from the pilot interviews provided a sufficient level of data to identify relationship type and 
also to generate codes and potential themes. As such, the four pilot interviews became a part 
of the main data collection number and the interview guides were not altered.
7.9.2 Process
As with Study One, analysis of the data followed the phases set out in Braun and 
Clarke (2006). First and foremost interview transcripts were read and re-read, actively 
searching for meanings and patterns within each individual interview. Segments of text from 
the first phase were then combined in a more meaningful way to generate the initial codes. 
Codes were initially specified using post-it notes on the interview transcripts, allowing the 
context in which the codes were formed to remain a part of the analysis. A Word document 
was subsequently generated, in which the quotes from all transcripts were included in relation 
to the code that they were linked. Page and line numbers from the transcripts were provided 
alongside each of these quotes to ensure that the original context of the quote could be 
returned to during the process of generating themes. Low frequency codes were not 
immediately discarded, but were put forward for careful consideration of their influence and 
importance in the final thematic scheme. Given the theoretical focus of this data analysis, 
however, there were some codes that were not relevant in answering the research questions 
outlined at the outset of the study. For example ‘length of tenure with the organization’ was 
not recorded as a code given the irrelevant nature of it to the current study.
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The next phase was to begin the process of identifying themes from the codes that had 
been found in each of the transcripts. Themes are the broader level of analysis which house 
the individual codes of importance - identifying the similarities in codes that can allow them 
to form part of an overarching theme. Pictorial representations of the themes were developed, 
generating 'mind maps' (see Appendix L for theme development). There was constant 
reviewing and revision carried out throughout this process to ensure that Patton's (1990) 
internal homogeneity and external heterogeneity could be applied; maintaining coherence 
between a single theme, and sufficient distinction between themes. The first set of themes 
(see Appendix LI) that were developed went to the finest level of granularity and was quite 
unwieldy. The constant reviewing and revision of themes, however, allowed for a more 
succinct set of themes to be developed. Finally, the data were again re-read in relation to the 
codes and themes that had been generated to ensure that each individual data set was coherent 
with the data set as a whole. The themes were redefined for a final time to capture what the 
themes were representing overall. The outcome of which was the creation of two themes: one 
surrounding the experience of a promise in relation to perceived contract type, and another 
surrounding the experience of emotion in relation to contract type perceptions (see Figure 5).
Throughout this entire process the research questions detailed at the outset of this 
study remained a focus of code and theme identification - distinctions were thus made 
between those participants who perceived more transactional contracts and those who 
perceived more relational contracts. Extracts from the interviews to support the 
categorizations were documented (See Table 9 for examples of quoted categorizations). This 
was, however, done at the coding stage and not before or during the interview. Discussions 
were as such, not directed during the interviews in a way that would limit the discussions and 
thus understanding that could be obtained.
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At each stage of the coding process, the themes were discussed with another 
researcher who was experienced at using this technique. The independent researcher coded 
10 per cent of the transcripts based on the themes that had been devised. Based on Crabtree 
and Millers (1999) suggestion: the discussions between the researchers focussed on the areas 
of the coding that worked and the areas that required attention and the potential reasons 
behind this, as opposed to obtaining a statistical level of reliability between the researchers. 
This was also true of the relationship type distinctions that were applied to each participant. 
There was complete agreement between the researchers after discussions surrounding the 
codes and themes that had been interpreted from the data.
Figure 5: Final thematic map showing the two themes. Theme One - Experience of a promise 
through a lens of contract type. Theme Two - Emotional experiences and contract type.
Theme One Theme Two
promise
experience
type of
organizational
relationship
justification
emotional
awareness
positivity
perceptions
transactional
perceptions
relational
perceptions
negative story
emotion
management
organizational
bond
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Table 9: Quoted excerpts of employees’ perceived relationship with the organization used as 
relational and transactional relationship descriptors.
R elational descriptors T ransactional descrip tors
I have fairly positive feelings towards my work...there is a way 
of kind of, interpreting, putting your own kind of direction and 
slant on the job you do as far as possible. They are pretty good 
at providing work related training, or give you time off for 
training and putting, well investing in your career development 
rather than just telling you what to do and when to do it...I 
would describe it mostly in positive terms (Kaye)
They want me for the amount of money I make, not because 
they like me or whatever. So at the end of the day it’s about 
the money I make, so really they are as fickle as anything; 
they’ll only like me as long as long as I make the money as 
well...So it is quite a fickle relationship...they have said ‘this 
is what’s going to happen, this is where you’re going to 
go.’...I’m a money motivated person and I’m making money 
here. (Will)
I would describe it as, um, a shared responsibility...it is a very 
supportive relationship, they are very happy to answer any 
queries, or any issues that I have or any suggestions I might 
have for the organization as well. So, supportive and 
collaborative are I guess the two words that I would use to 
maybe describe it...I think it is definitely a positive relationship 
(Rick)
The management there is non-existent...I thought 
right, well actually let’s just take this for everything that I 
can...in terms of the relationship with the company itself I 
view it very much as a means to an end, um, I don’t see it as 
one of those paternal small companies, although it is a small 
company, where they’re looking out for what’s best for you 
(Richard)
It is very much a two way investment. They are investing quite 
a hit of money in me to get chartered and you know, they are 
being patient with me and my learning. But I am also getting a 
lot out of it, obviously, so I’m investing a lot of hard work into 
the team and the tasks that we do. (Damien)
I’d describe it as professional, in that I know the level of my 
roles and responsibilities; I know what time I should arrive 
and leave... I’m unhappy with their structure and the way 
they manage people, definitely...makes me not want to do 
anything extra for them...They said in the contract that I 
would be delivering training, [and I'm not] (Tasha)
Very good. I am trusted, ...it makes it a lot more relaxed and 
they make it so that I can get on with my own thing and they 
trust me to get the jobs done on time and all the rest of it...I am 
respected by the bosses...I was given an element of trust and an 
element of respect (Toby)
Quite distant... I think that makes it a negative relationship, 
it’s like a lack of trust...disagreeing and everyone thinks they 
know best so it’s all a bit annoying really... I don't really feel 
like I'm a part of it, the organization I mean...I know what 
I'm there to do, and I do it. Nothing more than that really. 
(Sam)
I think it’s a good relationship. It’s a very open relationship, 
quite a supportive environment. And I would say because of that 
I tend to put in quite a hit of effort. (Sophie)
I find my relationship with the organization quite hard 
and challenging because it’s a real hierarchy in our 
organization...They’re not very positive, they are always 
negative...I don't think I will be here much longer. I'm 
already looking for something else. (Claire)
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7.10 Findings
The first and key finding from the study was that the type of relationship the 
employees perceived they had with their organization was used as a lens through which to 
make sense of their emotions and experiences of a broken or exceeded promise. Secondly, the 
type of relationship perceived with the organization was linked to the employee’s awareness 
and management of workplace emotion. These findings are discussed with reference to both 
the general overview gleaned from the data and individual accounts.
In overview, around three quarters of participants expressed a more relational 
relationship with their organization. For six of these participants, there were expressions of 
occasional periods of negativity, linked to feeling more transactional about the relationship. 
They did, however, in the main describe their relationship in relational terms. Only a small 
number of participants described a consistently more transactional type of relationship with 
their organization.
7.10.1 Theme One: Experience of a promise through a lens of psychological 
contract type
Figure 5 shows Theme One, in which the proposed links between a perceived broken 
or exceeded promise with the type of relationship perceived to be held with the organization 
are outlined. It is apparent in the findings that emotions (surrounding broken or exceeded 
promises) were linked to the transactional, or relational, tone of the pre-existing relationship 
with the organization. Hence the findings will be discussed in accordance with the 
predominant relationship frame.
167
Experience o f  broken and exceeded promises with a more strongly relational 
organizational relationship:
Broken promises: it is particularly noteworthy how protective some employees were 
about their organization when discussing their experiences of broken promises. Twelve of the 
participants provided defensive 'justifications' as reasons why a promise was broken. Four of 
these participants expressed understanding why the promise was broken, and some even 
condoned it: "I completely understand [...] and I think if s the right thing to do" (Damien). 
Others justified this breach by acknowledging that it was a rare thing for their organization to 
do: "it was only really this once though, it's not something they make a habit o f  (Lilly). Two 
participants in particular felt that their organizations were somewhat justified in what they 
had done because of an omission, or error of their own.
But at the same time I don’t want to be, you know, whinging and complaining 
because at the end of the day I think sometimes you have got to learn from your 
mistakes as well. So rather than going through things, maybe doing it on my own, 
and it is getting, you know, pulled apart by someone then that’s a learning curve 
for me and Fm seeing how things maybe should be done and why it’s not right.
(Clara)
These participants appeared to internalise blame indicating that it is was within their control 
to prevent this particular breach of contract occurring again. In this way they expressed a 
sense of agency and an acknowledgement of their own ability to change the situation (Butt & 
Burr, 2006). In short, 12 of the participants who described a more relational tone to the 
relationship with their organization attributed responsibility for the broken promise away 
from the organization and either towards the self (Parzefall & Coyle-Shapiro, 2011), or as
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something unavoidable, as a way to make sense of and understand the situation: "if s not 
really their choice, it's out of their control" (John).
For 14 of the participants, a broken promise was discussed in relation to a change 
from generally positive emotion, to feeling negative emotion. For four of these 
participants this negativity was short lived and had subsided within the same day of the 
breach occurring, maintaining their ’positivityperceptions’:
...they said we could go on courses last year and now because of budget 
cuts we are not allowed to go on so many courses. It's a bit annoying because, 
you know, I want to develop [...] you know, help with career development.
[...] it was just something at the time when they said they were cutting funding 
for it that there was an issue there. It's not stayed with me, that feeling, I got over 
it pretty quickly (John)
For two other participants, however, they experienced longer lasting negative 
emotion. For these two participants nonetheless, this negativity was coupled with a 
sense of hope; hope that the promise that had been broken would eventually be met:
“It’s difficult because the promise could still be carried out. I’m hoping that it will be 
but so far it hasn’t been” (Nick). For these participants, the positive quality of their 
relationship with the organization had been challenged through feelings of negativity, 
and being out of the ordinary. This difference became a target of their sensemaking 
(Weick, 1995). The sense of hope, a forward-looking emotional state (Andersson, 
Giacalone, & Jurkiewicz, 2007), enabled these participants to make sense of the 
negativity they were feeling, in relation to their organization.
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For one participant the negative emotion felt was recalled when reflecting on the 
situation, the reflection still having an air of negativity surrounding it; "Probably, it 
lasted for a fair while anyway. Even if I think back about it now I think, oh, that was so 
unfair you know" (Amy). This negative emotion however was not directed at the 
organization as a whole, but rather the specific individual who they felt was responsible 
for breaking the promise. In this case, it appeared that the attributions of the broken 
promise were particularly significant in relation to the emotion they felt (Parzefall & 
Coyle-Shapiro, 2011).
Exceeded promises: Exceeded promises had a very different impact on 
employees whose relationships with the organization were described in more relational 
terms. For 14 of the participants there was an expression of an even closer 
'organizational bond' after experiencing a promise that went beyond what they had 
expected. This stronger bond was something which had a lasting impact on the 
relationship with the organization. It resulted in five of these participants being more 
committed to the organization and working harder because of it: "it gave me more 
respect for them and made me want to work harder for them" (Nadia). Feeling 
supported by the organization has been implied in the prediction of psychological 
contract fulfilment (Tekleab, Takeuchi, & Taylor, 2005), and in these instances, feeling 
supported was the primary reason given for feeling this stronger positive bond.
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For 13 participants their emotion when discussing an exceeded promise was 
perceived to be more positive:
...Very positive. I felt...um, I felt...yeah. I always have little flashbacks 
of when I was at my last organization about how comfortable life was 
and I think about what I'm doing now [...] thinking did I make the right 
decision? [...] but this just kind of reaffirmed everything: that they were 
really committed to my development, so yeah, really positive emotionally 
at that point (Rick)
An important role of these felt positive emotions appeared to be in their use 
during reflection, a key property of the process of assigning meaning to an experience 
(Weick, 1995). For five of the participants, it appeared that they used the positive 
emotion they experienced generally, and surrounding the experience of an exceeded 
promise, to assist them in dealing with any negativity in other areas of their work life. 
These participants described how they did not want any negativity to encroach into 
their relationship with the organization. The positive emotional reflection for these 
participants acted as a buffer to preserve their 'positivityperceptions' and more 
relational perception of their relationship in the face of any negativity.
For one participant the experience of an exceeded promise was non-existent. 
However, fulfilment of perceived promises was abundantly evident, as were feelings 
only of positivity towards the organization. For this participant in particular the 
experience of ‘metness’ in terms of contract fulfilment was able to evoke positive
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emotion because that was what had come to be expected from the organization 
(Conway & Briner, 2002a, p. 297).
Experiencing a more relational type of relationship with the organization 
appeared then to be used by the participants to make sense of and understand the 
emotions that were connected with the experience of a perceived broken or exceeded 
promise. This relational lens being used to maintain feelings of positivity both in terms 
of their organizational relationship and emotion, sometimes through the justification of 
more negative aspects of the relationship.
Experience o f  broken and exceeded promises with a more strongly transactional 
organizational relationship:
Broken promises: For six of these seven participants the emotions experienced 
were overwhelmingly negative, directed towards the organization, and often long 
lasting:
but when they kept messing me around I kind of felt like, well, 
sod it, you know. If it ends it ends. I'm not really bothered either 
way so I kind of lost a lot of interest in the institution. (Michelle)
The context from which these participants were extracting the cues to assist them in 
making sense (Weick, 1995) of the broken promise was particularly negative. In 
generating a plausible story from the information they had available to them, both their 
emotions and the tone of their organizational relationship was negative for these 
participants. The negativity, in their eyes, was being generated by the organization.
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This situation not only reinforced the feelings of negativity about the organization but 
fit the patterns they had come to expect in constructions of their working life and their 
'negative story':
...awful, like really upsetting as well it was [...] it was not what I 
was promised or what I expected when I started the job. That's not 
what I was told was going to happen [...] it has sort of tainted my 
view of the organization. Now I don't expect anything and I know 
promises aren't kept. At least I know now. (Claire)
Exceeded promises: In a similar vein to that above, the negative contexts in which 
these participants were exposed impacted upon their sensemaking. In this case an exceeded 
promise by the organization had a relatively minimal positive impact. Those who had 
experienced an exceeded promise had only fleeting feelings of positivity before the 
contextual negativity infiltrated the way sense was made of the situation, arising in a 
resounding negative experience:
...they offered me some extra paid roles within the department that I 
have wanted to do for a while. So it was quite pleasing to find out that 
I was going to get to do that. But [...] the general feel in the office isn't 
that positive, um so yeah it was quite short lived. (Claire)
In a similar way to those participants who described more relational relationships with the
organization, those participants who described more transactional relationships used the tone
of their relationship to make sense of experiences. In complete contrast however, the tone of
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the relationship and the emotion being experienced were steeped in negativity when viewed 
through the transactional lens and consistent with the 'negative story’ they had come to 
expect.
Overall, it would seem that the type of relationship the employees perceived they held 
with their organization (more relational and positive in terms, or more transactional and 
negative in terms) acted as a lens through which employees understood their experiences of a 
perceived broken or exceeded promise.
7.10.2 Theme Two: Emotional experiences and contract type
An awareness of one’s emotions and the active management of emotions were 
discussed by some participants in relation to the type of relationship they perceived with their 
organization. Figure 5 depicts Theme Two in which there is a relationship between emotion 
management, awareness, and the type of relationship perceived with the organization. Being 
aware of one’s emotions was something that 15 of the participants described as being true for 
them. There were expressions of being aware of both positive and negative emotions for 11 
of these participants, whereas four others described being aware only of their negative 
emotions.
'Emotional awareness': Expectations played a key role in how sense was made of
emotion dependent on the type of relationship that was perceived with the organization. For
some, emotional awareness was of those emotions they were expecting, whereas for others it
was the unexpected emotions that were attended to more closely. For one participant who’s
organization often encouraged feelings of negativity and who described a more transactional
relationship with their organization, any positive emotion was deemed unexpected and thus
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attended to more closely. In comparison; three participants who most often felt positivity 
within the organization and described their relationship in more relational terms became more 
consciously aware of any negative emotion as this was, for them, out of the ordinary (Weick, 
1995).
There were four participants who described having an awareness only of negative 
emotions. All four of these participants described their relationship with the organization in 
substantially transactional terms. They described how the awareness of more negative 
emotion was linked to the environment the organization created, their processes, or the way 
in which they dealt with and related to their staff.
...I would say they are more negative emotions that I feel [...] I 
think I feel too serious when Tm at work too, because that is how 
the organization are and they make me feel like I have to be too [...] 
and I can’t say that I really enjoy that kind of relationship. (Terry)
For these participants unexpected emotions (positive) never occurred. The understanding they 
had of the organization and associated relationship was negative; the emotions felt ran in 
accordance with their existing schematic understanding (Beck, 1967; Horowitz, 1988), acting 
only to reinforce it. Overall, regardless of being more aware of emotions that are not expected 
or those that are expected, the type of relationship you perceive with your organization is an 
important factor in the way those emotions are made sense of.
'Emotion management': Conscious management of one’s emotions was less common
than being aware of one’s emotions with 11 participants discussing this. It was also evident in
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both those who described their relationship in more transactional, and more relational terms. 
Those who described their relationship with the organization in more relational terms 
expressed controlling their negative emotions. "I do hide the more negative, or bad emotions 
but I wouldn’t hide my more happy, or positive emotions" (Sasha). They described doing this 
as a way to maintain professionalism:
I do put on an act to a certain degree to behave in a professional way 
because I’m in a professional environment. And um, if my managers 
like really annoyed me then I’ll brush that under the carpet and kind 
of scream silently! [...] rather than expressing it openly. (Lauren)
Management of negative emotion also acted as a function to maintain their positive and 
relational relationship with the organization, and at times to maintain a positive relationship 
with their colleagues. Positive emotions for these participants were welcomed and were not 
regarded as something that needed to be managed, rather embraced and shared. Maintaining 
social stability through emotion (Hochschild, 1979) is often done by managing negative 
emotion as these are regarded as those which are not acceptable to express within a 
workplace (Diefendorff & Richard, 2003). This would perhaps explain the prominence of the 
conscious alteration of negative emotion within the participants who expressed a more 
relational relationship with their organization.
Those who described their relationship with the organization in more transactional 
terms also expressed wanting to maintain a ‘veneer of professionalism’ by managing any 
emotion, not just their negative emotion:
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...you have to be very careful of your emotions as well, in order to 
be professional, [...] it is something that I personally do. I don’t think 
it is something that everyone does where I work, you know, there are 
a lot of people who don’t keep their emotions in check. I suppose I 
view them as slightly unprofessional as well [...] extreme emotions, 
or all emotion, sometimes don’t have any presence with people in the 
professional work environment. (Will)
When asked about management of emotion, one participant stated: “I think you have to be a 
bit professional at work, you are there to do a job [...] the emotions you are feeling just aren’t 
right to be sharing or showing to others” (Sam), highlighting that expression of emotion of 
any kind is not considered appropriate in the working environment.
Regardless of the type of relationship perceived with the organization, appearing 
professional was regarded as a primary reason behind managing one’s emotions. Where the 
type of relationship appears to make a difference however is in relation to the valence of 
emotion that was managed; more relational relationships managing only negative emotion, 
whereas more transactional relationships managing both positive and negative emotion. 
Management of emotion enabled participants to retain a sense of order and interpretability to 
their working life; maintaining their understanding of the relationship they perceived with the 
organization.
Being aware of one’s emotions and having the capacity to control them, allowed for the 
majority of participants to effectively manage the relationship they had with the organization. 
Acknowledging the emotion they felt either enabled them to feed them back into the
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relationship and the environment that the organization were offering, or alternatively to 
consciously prevent them from infiltrating what they deemed to be a professional relationship 
with their organization.
7.10.3 Summary o f  results
The results suggest that the type of relationship an employee perceives they 
have with their employer is used as a lens through which to make sense of multiple 
aspects of their emotion. Firstly, the emotional experience (positive/negative) linked to 
perceived broken or exceeded promise differed in relation to the type of relationship 
(transactional/relational) perceived with the organization. Secondly, the emotions an 
employee was aware of and the emotions they chose to actively manage were also 
linked to the type of relationship held with the organization. The results also support the 
findings of Studies One and Two by proposing that emotion is important in both 
transactional and relational contract perceptions, just in different ways.
7.11 Discussion
How do individuals construct what they construct, why and with what effects?
(Weick, 1995, p. 4)
Applying a sensemaking perspective to the current study has allowed us to address these 
questions in relation to employees’ emotion and psychological contract type. The findings 
from this study both support and extend findings from Study One and Study Two. They 
support the idea that the type of relationship an employee perceives they hold with their
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organization is linked to the emotion that an employee experiences. The extension of 
knowledge comes in beginning to answer how and why emotion and psychological contract 
type are linked and made sense of by the employee.
The first key theme to be interpreted from the data was that the type of relationship 
employees perceived they had with their organization (transactional or relational) acted as a 
lens through which to make sense of their emotions and perceptions of a broken or exceeded 
promise made by the organization. In line with the 'focussed on and by extracted cues' 
property of sensemaking it would seem that the type of relationship an employee perceives 
with their organization is a contextual cue they use in their emotional sensemaking. Previous 
research has suggested that reactions to broken and exceeded promises can be emotional and 
this can impact on the sense made of their perceptions of the organization and their 
relationship with them (Conway & Briner, 2002a; Parzefall & Coyle-Shapiro, 2011). The 
findings from the current study both support and extend this finding. Emotion was discussed 
by the participants as a reaction to a promise - for example there were times when they 
described how their emotions altered as a result of the experience. However, extension of this 
finding is twofold: firstly, in relation to the proposition of a pivotal role of the type of 
relationship perceived with the organization in relation to emotional sensemaking. Secondly, 
there is the proposition that contract type and emotion were discussed at multiple stages of 
the sensemaking process, not just surrounding the employees reactions. As such, the findings 
propose that - the experience of a promise is made sense of in accordance with the type of 
relationship perceived and the general emotion felt in line with this relationship perception. 
Also, emotion plays an active role of how sense is made of the whole experience of a 
promise, not just as a reaction.
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The second sensemaking property of'driven by plausibility not accuracy' also came in 
to play here as the sense made of both positive and negative situations was done so with a 
sense of maintenance of the current relationship. Perceiving a more relational type of 
relationship with the organization appeared to act as a buffer to negative events like a 
perceived broken promise. In this case, employee’s commonly defended perceived 
wrongdoing by the organization in order to maintain positive sense of their relationship with 
the organization. A more transactional relationship, however, appeared to shroud any 
situation whether negative or potentially positive, in negativity. In this case both the 
transactional relationship and the general organizational environment combined to result in 
the sense made of any situation being negative in tone. It is not then as simple as a broken 
promise evoking negative emotions and an exceeded promise evoking positive emotions, 
instead, a complexity arises when considering the type of relationship perceived with the 
employer. How broken or exceeded promises are made sense of are closely linked to this 
perception of relationship type and the emotional valence that is bound up with it.
The second theme to be interpreted from the data had two components: firstly
emotion awareness and secondly emotion management. The emotions an employee is most
aware of and the emotions they actively manage are again related to the type of relationship
they perceive they hold with the organization. The first component of this theme relates to the
awareness of emotion. There were two main situations in which an emotion was most likely
to be the focus of an employee’s attention, both of which involved their expectations. Firstly,
and in line with Weick (1995), some described an awareness of a certain emotion if it was
unexpected. For instance, a negative situation arising within a generally positive environment
and substantially relational relationship with the organization was starkly perceived by
employees because it was unexpected. Secondly, some participants expressed a heightened
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awareness of a particular valence of emotion as this was what they were expecting given the 
type of relationship they described with their organization. This runs in line with the idea that 
specific cues in the environment, in this case the type of relationship perceived with the 
organization are linked to the sensemaking process. It also resonates with a mental model, or 
schema perspective (Beck, 1967; Horowitz, 1988; Stein, 1992) and the need for individuals to 
create a story that makes sense to them. The emotional experiences of these participants fit 
the pre-existing schema they held in relation to their relationship with the organization. 
Expectations then, whether expected or unexpected, appeared important in linking the type of 
relationship perceived with the organization to the emotions that the employee was most 
aware of.
The second component of this theme relates to the management of emotion. Active 
management of emotion differed dependent on the type of relationship the employee 
described as having with their organization and the type of relationship, or 'story' they aimed 
to maintain. Those with a more strongly transactional relationship with the organization 
described managing all emotion as this was imperative to maintaining a sense of 
professionalism at work. Those with a more strongly relational relationship expressed 
managing only their negative emotion, this was for two reasons. Firstly to maintain 
professionalism in the workplace, and secondly to maintain the sense of positivity that they 
felt was evident in their relationship with the organization. The use of emotion to maintain a 
specific relationship with the organization runs in accordance with the conception that 
emotions are functional (Lazarus, 1991), they can act either to reorganize or to redirect 
behaviour. It would appear that there is some organization of emotion occurring in both 
forms of the contract as a way to maintain specific behavioural outcomes.
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Emotional investment by employees in transactional psychological contracts have 
previously been conceptualized as being minimal, whereas employees with relational 
psychological contracts are regarded as being emotionally invested (Rousseau, 1995). 
Although the current study would dispute that transactional psychological contracts are void 
of emotion, there is perhaps an important role of emotion management occurring within this 
contract type. Emotion management could perhaps be a contributing factor as to why these 
emotionally different conceptualizations of the transactional and relational types of 
psychological contract have been accepted for so long. Employees with a more transactional 
form of relationship appear to be less emotionally involved with the organization, because 
they actively manage their emotions to a greater extent than do those with a more relational 
type of contract. Not necessarily because they are experiencing them any less, or not 
experiencing them at all; a potentially interesting direction for future research to take.
Overall, the key point to be extracted from the findings is the importance of the type
of relationship employees’ perceive with their organization in the experience of emotion in
the workplace. The type of relationship employees’ perceive they have with their
organization was used as a lens through which to understand their emotions, their experience
of a broken and exceeded promise, the emotions that they attend to, and the emotions that
they actively managed. Previous implications that relationship type can impact upon work
related behaviours, such as innovative work behaviour for example (Aggarwal & Bhargava,
2010) can be extended to include implications upon the emotion experienced, attended to,
and managed by employees. The findings from this study point towards a potential
hypothesis for future research, confirming the links between the employment relationship and
emotion as mapped out within this study. Based on the links that emerged from the data, the
type of relationship perceived to be held with the organization has the potential to mediate the
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experience of employee’s workplace emotions and specific work related events. This is the 
direction that will be taken in the final study of this research project.
7.12 Limitations
This study ran the risk of not capturing participants’ true emotion, as is the case with 
any research focussing on emotion. To minimise the potential for this happening, critical 
incident technique (Flanagan, 1954) was used to encourage the elicitation of the genuine 
emotion felt by the participants. In discussing a situation that had some meaning for the 
participant it was more likely that a conscious awareness of the emotion was evoked and 
captured, in comparison to conducting an interview without using this technique. A second 
and related limitation concerns the impact of retrospection. Although the critical incident 
technique was used to elicit the most genuine emotion possible, asking participants to recall 
an event that has already occurred relies on memory recall. When we recall something that 
has already occurred the present situation that we find ourselves in can impact on what we 
find when we look backwards (Weick, 1995), as can our current mood (Snyder & White, 
1982). The process of sensemaking can thus potentially be influenced by the current context 
and mood we are in at the time of retrospection. As such, it must be acknowledged that the 
responses given in the current study have been subject to the sensemaking process and 
potentially recalled differently in the study scenario than perhaps they would have been if 
recorded immediately.
Rather an unexpected finding that a limitation per se, was that three female
participants explicitly expressed their gender as influential in the way they understood the
type of relationship they held with their organization and in the management of their emotion.
Gender had not been anticipated in the current research as a potential influence, nonetheless
183
there is research suggesting there are gender differences in the workplace in terms of emotion 
(Kelan, 2008; McRae, Ochsner, Mauss, Gabrieli, & Gross, 2008). Although potential gender 
differences fell outside the scope of the current research, it does highlight a potential future 
direction for research in this area.
7.13 Conclusion
7.13.1 Towards reconceptualizing emotion within psychological contract type 
This study implicates a crucial role for the type of organizational relationship 
perceived by the employee in how sense is made of emotion at work. Relationship type acted 
as a lens through which employees made sense of the emotion they experienced, attended to, 
and managed. It also extended our understanding of where promise experiences are 
implicated in the relationship between psychological contracts and emotion. The conclusions 
from this study, and those of Study One and Two, provide a more informed understanding of 
the emotions that are central to transactional and relational contract types. As such, the 
combination of these findings points towards empirically testing the relationship between 
psychological contract type, emotion, and promises. The following Chapter outlines the final 
study (Study Four) in which this is addressed through structural equation modelling.
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Chapter Eight:
8. The mediating role of psychological contract type and emotion 
on experience of a promise
8.1 Introduction
Questioning current theoretical conceptualization of emotion within psychological 
contract type has been the main focus of the studies within this thesis. The three previous 
studies have enhanced our understanding of the links between positive and negative emotion 
with transactional and relational psychological contract types. The findings thus far conclude 
that relational psychological contracts are more strongly linked to positive emotion, whereas 
transactional psychological contracts are more strongly linked to negative emotion. They also 
suggest that psychological contract type and emotion are linked to the way in which 
employees make sense of the promises they perceive to have been made by their 
organization. These studies have, for the main been exploratory and/or qualitative in nature. 
Whilst they have provided evidence of potential links between certain contract types and 
certain emotional valences, these hypotheses have yet to be tested. The purpose of the current 
study is thus to address this gap in our understanding. Through the use of structural equation 
modelling (SEM), these proposed links between psychological contract type, emotion, and 
experience of a promise will be tested.
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8.2 Psychological contract type and emotion: Understanding so far
Human passions, or the emotions, must be seen as standing in a complex 
relation to the person and society. [...] They refer to the fundamental bonds 
that join humans to one another, these bonds being both emotional and moral.
(Denzin, 1984, p. 84)
Emotion, as outlined in the above quote is a crucial component of relationships and 
how a person’s life is played out within society. The aim of this thesis has been to explore 
emotion within a specific employment relationship; the psychological contract. In particular, 
the link between emotions and certain psychological contract types - namely transactional 
and relational psychological contracts. Prior to the current thesis little was known about how 
emotion was linked to different contract types. Empirical research that has been carried out in 
this area proposes a link between contract type and emotional reactions to a breach of 
contract (Raja et al., 2011; Zhao et al., 2007). Conceptualizations of transactional and 
relational psychological contracts simply imply emotive differences in their focus (Rousseau, 
1995); a distinction that has long been accepted and advocated by many psychological 
contract researchers being; relational psychological contracts are implied as heavily focussed 
on emotion, whereas, transactional psychological contracts are described as only having an 
economic focus. The implication of such a proposition is that a transactional contract type is 
relatively void of emotion. Findings from the first three studies in the current thesis however 
have not supported these conceptual emotive differences, as emotion was found to be linked 
to how both contract types were experienced. This would suggest that the conceptualizations 
of transactional and relational contract type need revisiting. The aim of the current study is to
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test the findings from the three previous Chapters in order to support the hypotheses 
surrounding contract type conceptualization.
8.3 Hypotheses
The purpose of the current study is to test several hypotheses that have been generated 
as a result of the previous three studies. The key finding from these studies is a link between 
psychological contract type and emotion valence. It is thus hypothesised that there will be a 
relationship between contract type and emotion. More specifically, relational psychological 
contracts will be positively linked to positive emotion (HIa) and negatively linked to 
negative emotion (Hlb). Transactional psychological contracts will be positively linked to 
negative emotion (H2a) and negatively linked to positive emotion (H2b).
In addition to replicating the proposed links between contract type and emotion 
valence, the current study seeks also to develop an understanding of how the link between 
contract type and emotion valence is played out in the workplace. This was initially 
addressed in the qualitative interviews of Study Three, the conclusions were; the type of 
relationship perceived with the organization was linked to the way sense was made of 
emotion, the experience of a promise, and the emotions that were most often attended to and 
managed by employees. Of particular interest in the current study is the experience of a 
promise and how this is linked to the relationship between contract type and valence of 
emotion. As has been discussed previously, extant research proposes emotion to be a reaction 
to a specific event within the workplace, such as a broken or violated contract/promise 
(Conway & Briner, 2002a; Parzefall & Coyle-Shapiro, 2011). Study Three goes some way to 
support this proposition as it was often implied that a broken or exceeded promise was linked 
to an alteration in the emotion that was being experienced.
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Where Study Three offered new insight, however, was in the implication that the type 
of relationship an employee perceived they held with their organization and the valence of 
emotion bound up with this contract type, was linked to the way the promise was perceived to 
begin with. For example, for those who perceived a more relational contract type expressed a 
desire to maintain the sense of positivity surrounding the relationship. In the experience of a 
broken promise these participants justified the action, or removed blame from the 
organization itself -  potentially acting to reduce the experience of cognitive dissonance and 
maintain the positivity they understood to be a part of their relationship. As such, emotional 
reactions to an experience of a promise may well be initially mediated by psychological 
contract type and the emotion associated with that type of contract. Thus, it is also 
hypothesised that there will be an indirect effect of contract type on experience of a promise, 
through emotion (H3).
The current study builds on the findings from the three previous studies, and on 
current understanding of the links between psychological contract type, emotion and 
experience of promises in the workplace. Firstly, the study offers a test of the proposed links 
between contract type and emotion though structural equation modelling; further supporting 
the aim of the thesis to examine current conceptualization of emotion within transactional and 
relational psychological contract types. Secondly, the study develops current understanding 
of how emotion is implicated within the experience of a promise by proposing that contract 
type and the associated emotion can act to mediate employee’s initial perceptions of an event 
in the workplace.
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8.4 Method
8.4.1 Participants
A total of 600 UK employees were approached to take part in the study. Of the 600 
employees approached 187 were not included: 13 fell within the exclusion criteria and so 
could not be included in the study, 4 did not consent to take part and 170 did not complete all 
of the survey items. In total, 413 participants were eligible and completed the survey. There 
was a diverse range of ages (between 21 and 63 with a mean of 36) and occupations included 
in the participant sample, 42% of which were female. There were two exclusion criteria set 
out for participation: those who were not in full-time employment, and those who were self- 
employed. Participants were also advised that they were not eligible to take part in the survey 
if they had completed any of the three previous studies in the research project.
8.4.2 Procedure
Participation in the study was entirely voluntary and recruitment was via snowball 
sampling: ffiends/family/colleagues/acquaintances were approached to take part in the 
research and also asked to inform others of the study. Because it was an on-line survey the 
link to the survey was distributed to potential participants. In addition to directly contacting 
participants, a link to the survey was placed on on-line forums and professional network sites. 
On opening the link participants were first directed to an information page stating the purpose 
of the study and the conditions for taking part, they were also provided with contact details of 
both the principal researcher and the research supervisor. Here participants were required to 
confirm being a full-time worker (but not self-employed) in order to be taken to the consent 
page. Participants were then required to give full informed consent (by ticking ‘yes’ on the 
consent form page) to be directed to the survey itself. Answering ‘no’ at either of the
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aforementioned stages would result in re-direction out of the survey. The participants then 
worked through each page of the survey until completed, at which point they were thanked 
for their participation and again provided with the email address of the primary researcher 
should they have any questions regarding the study.
The survey consisted of four measures; emotion (positive/negative), affect 
(positive/negative), the psychological contract (transactional/relational contract type) and 
finally promises (broken/exceeded) made in the employment relationship. As far as it was 
possible, the scales used in this study were the same as those used in the quantitative diaries 
in Study Two. Additions or variations on the scales were based on the data collected in the 
qualitative interviews in Study Three. This study was to be the confirmatory stage of an 
exploratory sequential mixed methods design. As such, it was appropriate to use pre-existing 
measures utilised in earlier studies, or to adapt/introduce scales based on the findings of these 
studies to allow for conclusions to be drawn on the basis of all stages of the research.
8.4.3 Measures
Emotions scale: Participants emotions were measured using the emotion scale created 
by Bono et al. (2007), as was used in Study Two. This scale consisted of six composite 
emotion variables; three positive (e.g. happiness) and three negative (e.g. anger) measured on 
a 7-point scale (from 1 -  not at all to 7 -  an intense amount). Participants were asked to rate 
on this scale the extent to which they generally felt these emotions when at work. The 
questionnaire was intended to be as brief as possible to make it more accessible to the chosen 
demographic; as such the short nature of this scale was the most appropriate. This scale 
would determine the general valence of emotion felt by the participant; positive or negative.
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Positive and negative affect: It is common practice within emotion research to include 
measures of anxiety, in particular affectivity in studies of emotion. As such, it was decided 
that the current research would follow this practice. The PANAS (positive and negative affect 
scale) designed by Watson, Clark & Tellegen (1988) was used to measure affectivity. 
Participants were provided with a list of 20 feelings and emotions: 10 positive (e.g., 
interested, excited), 10 negative (e.g., hostile, upset) and asked to rate on a 5-point scale 
(from 1 -  very slightly to 5 -  extremely) the extent they generally felt this way when at work. 
This scale was chosen as it covers both positive and negative affect whilst also being 
correlated with anxiety measures. As such this scale could be used alone, minimising the 
scale items needed to account for anxiety in emotion and maintaining the short nature of the 
survey.
Psychological contracts: Raja et al.'s (2004) revised Psychological Contract Scale 
(PCS) measure (Millward & Hopkins, 1998) was employed, as in Study Two. The reduced 
set of items was again better suited to the short nature of this questionnaire, whilst still 
capturing the essence of the original scale. Rating of the 18 (nine relational (e.g., T feel part 
of a team in this organization’) and nine transactional (e.g., ‘My loyalty to this organization is 
contract specific) items was on a 5-point scale (from 1 -  strongly disagree to 5 -  strongly 
agree).
Promises: There were no pre-existing measures based on the exceeding and breaking 
of promises within the organizational relationship so this scale was designed for the purpose 
of this research. Participants were asked to rate four items on a 7-point scale, on the extent to 
which their experiences were related to the organization exceeding in their promises (the two 
items were: exceeding in a promise is common/exceeding in a promise is not common, and
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my promises are always exceeded/my promises are never exceeded), and the organization 
breaking their promises (the two items were: breaking a promise is common/breaking a 
promise is not common, and my promises are always broken/my promises are never broken). 
Low scores on these items indicate a high instance of promises being broken and a low 
instance of promises being exceeded. Whereas high scores indicate a low instance of 
promises being broken and a high instance of promises being exceeded.
8.4.4 Data analysis
SEM was used to test the hypothesised links between the variables of psychological 
contract type (transactional/relational), emotion (positive/negative), affect (positive/negative), 
and promise experience (broken/exceeded). The ability of SEM to test hypotheses is the 
reason why this method of analysis was chosen over any other. There were two hypothesised 
models - one for transactional contracts and one for relational contracts (see Figures 6 and 7).
Figure 6: Hypothesised model for relational psychological contracts
BPromH3
H la
RelPcs PosEmExp
H3
EProm
Note: RelPcs = relational psychological contracts; PosEmExp =  positive emotion experience; BProm = broken promises; 
EProm = exceeded promises
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Figure 7: Hypothesised model for transactional psychological contracts
H3
H2a
>( NegEmExTraPcs
H3
BProm
F .P rn m
Note: TraPcs = transactional psychological contracts; NegEmExp =  negative emotion experience; BProm = broken 
promises; EProm = exceeded promises
8.5 Results
8.5.1 Descriptive statistics and correlations
Mean psychological contract, emotion, affect, and promise data were used in the 
analyses for this study. Table 10 reports descriptive statistics and correlations across all of the 
variables used for inferential analysis.
Emotion: Table 10 provides the mean overall scores for positive and negative 
emotion. The mean score on the 7-point scale for positive emotion was 3.55 and for negative 
emotion was slightly lower at 3.09. Affect: The mean score on the 5-point scale for positive 
affect was 3.55 and for negative affect was lower at 1.71. Previous research has proposed that 
affect forms part of one's emotional experiences and as such should form part of one's 
understanding of emotion (Weiss & Cropanzano, 1996). To retain consistency with the 
previous studies in the thesis the emotion scale remained part of the measurement. However, 
to obtain a more holistic understanding of participants’ emotional experiences the affect scale 
was also included. Psychological contracts: The mean score on the 5-point scale for
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relational psychological contracts was 3.26 whereas the mean transactional psychological 
contract scale score was lower at 2.04. Promises: The mean scale score on the 7-point scale 
for promises being broken was 3.44 (indicating a high instance of broken promises). The 
mean scale score for promises being exceeded was 4.32 (indicating that experiencing an 
exceeded promise was not as common).
Table 10: Study variables: Means, standard deviations and intercorrelations
Variable Mean SD 1 2 3 4 5 6 7 8
1 R Pcsx 3.26 .96 (.87)
2 TPcs x 2.04 .77 -.52** (.83)
3 P Emotion x 3.55 1.22 .62** -.54** (.87)
4 N  Emotion x 3.09 1.27 -.30** .20** -.37** (.78)
5 P Affect x 3.55 .69 57** -.58** .75** -.24** (.86)
6 N  Affect X 1.71 .58 22** .24** -.33** .62** -.25** (.86)
7 B Promises x 3.44 1.40 -56** .29** -.40** .32** -.32** .24** (.79)
8 E Promises x 4.32 1.42 -.36** .19** -.28** .24** -.18** .19** .43** (.84)
Note: N  =  413 in all correlations, RPCs =  relational psychological contracts, TPCs =  transactional psychological contracts P =  positive, N  = 
negative, B =  broken, E =  exceeded, ** =  p<0.01.
Transactional psychological contracts correlate positively with negative emotion ( r = 
.20, p<.01) and negative affect (r = .24, p<.01), and negatively with positive emotion (r = - 
.54, p<.01) and positive affect (r = -.58, p<.01), supporting H2a and 2b. They also correlate 
positively with both broken (r = .29, p<.01) and exceeded (r = .19, p<.01) promises.
Relational psychological contracts correlate positively with positive emotion (r = .62, p<.01) 
and positive affect (r = .57, p<.01) and negatively with negative emotion (r = -.30, p<.01) and 
negative affect (r = -.22, p<.01), supporting H la and lb. They also correlate negatively with 
both broken (r = -.56, p<.01) and exceeded (r = -.36, p<.01) promises. The significant
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correlations between all of the study variables could potentially indicate one underlying 
variable accounting for any variance that occurs in the data (such as common method 
variance). To ensure that this was not the case a single-factor test (Podsakoff et al., 2003) was 
carried out using SEM. All of the study variables were loaded onto one single factor to see if 
there was a significant model fit. The model was not a significant fit 16.16; CFI=
.77; GFI= .83; RMSEA = .19), thus offering support to the claim that any variance accounted 
for by any analyses is not the result of one single underlying factor.
In summary, the patterns emerging in the data are a relationship between contract type 
and emotion that has been evident in the previous three studies. Transactional psychological 
contracts are linked with negative emotion, and a relationship is evident between relational 
psychological contracts and positive emotion.
8.5.2 Modelling
SEM was used to test the proposed relationships in the hypothesised models (Figures 
6 and 7). Following the process outlined in Byrne (2009), the measurement models of each of 
the variables included in the models were tested before the structural models were carried 
out. Before the confirmatory factor analyses (CFA) were carried out, an exploratory factor 
analysis (EFA) of the emotion and affect variables was conducted. Both an emotion scale, 
and an affect scale were measured - this resulted in scores for positive and negative emotion 
and positive and negative affect. On the theoretical grounds that both emotion and affect are 
contained within one's 'emotional experiences' (Weiss & Cropanzano, 1996), the emotion and 
affect valences were combined as a way of simplifying the model. This resulted in a 
representation of participants’ positive and negative emotion experiences. The EFA identified 
that all of the positive factors (emotion and affect) loaded onto one factor and all of the
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negative factors (emotion and affect) loaded onto a second factor - supporting the decision to 
combine emotion and affect. This distinction was also later confirmed by the CFA.
Following the EFA, CFA was carried out on both the emotion and psychological 
contract variables. Two items in both the relational and transactional contract models were 
removed as a result of the CFA on the grounds that they did not load well onto a single factor. 
These were: 'I do not identify with the organizations goals' and ‘My job means more to me 
than just a means of paying the bills' from the transactional scale. The former of these items 
was also excluded from analyses in Study Two for the same reason. This would perhaps 
suggest that this item does not accurately capture a transactional contract holder’s perception 
of their relationship. The latter is a reversed item and could potentially have caused some 
confusion in participants through the language that was used. Those holding a more 
transactional contract may be carrying out their work as a means of paying the bills, but their 
job  may represent other things to them also. Having a job is, for some people their 
opportunity to socialise and be with friends/colleagues. As such, this item may not be 
capturing what it had intended to.
Within the relational scale, the items 'I feel a part of a team in this organization' and 'I
have a reasonable chance of promotion iff  work hard' were deleted. The latter item has again
perhaps caused confusion in the language that has been used. Promotion is something that
many employees would be striving for at some point in their career. It is also quite likely that
these employees, whether more relational or transactional in their perceptions, would expect
to work hard for a promotion. As such this item is also potentially not capturing what it has
intended to. The former item however is the most difficult to explain the lack of single factor
loading as it appears to have good face validity. The only reason that could be presumed at
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this stage is that it was victim to some response bias by the participants. After removing these 
four items there was a reasonable fit for all of the models - the details of which are outlined in 
Table 11.
Table 11: Summary of measurement model fit indexes
Model test t d f CFI GFI TLI SRMR RMSEA
TPCs 10.25 11 .93 1.00 .98 1.00 .02 .00
RPCs 29.42 11 2.67 .98 .98 .97 .05 .06
PEmExp 5.22 2 2.61 .99 .99 .99 .02 .06
NEmExp .14 1 .14 1.00 1.00 1.01 .00 .00
Note: PCs =  psychological contracts; T  =  transactional; R  = relational; EmExp -  emotional experience; 
?  = positive; N  = negative. N -413 in all analyses
After confirming the measurement models for psychological contract type and 
emotion experience the structural models were tested. The hypothesised, and alternative, 
models tested can be seen in Figures 8, 9, 10 and 11. The final structural models can be seen 
in Figures 12 and 13, Tables 12 and 13 also show details of the hypothesised and alternative 
models that were tested for each of the contract types.
Starting with the relational contract model (Table 12): Model 1 (the hypothesised 
model, as seen in Figure 8), has paths from positive emotion experience to both broken and 
exceeded promises. This model was not a good fit in all of the indices = 3.80; CFI=
.93; GFI= .90; RMSEA = .08). Model 2 (Figure 9) removed exceeded promises and tested the 
model with a path from positive emotion experience to broken promises only. This model did 
not differ significantly from model 1 (x^/#= .43; CFI= .94; GFI= .92 RMSEA = .08). The 
final model (model 3) removed broken promises and had a path only to exceeded promises
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from positive emotion experience. This model showed a reasonable fit in all of the indices 
{^!df=  2.96; CFI= .96; GFI= .94 RMSEA = .06) and improved significantly on models 1 
and 2. Model 3 is represented by Figure 12.
Figure 8: Model 1 (Hypothesised model) for relational psychological contracts
BProm
RelPcs PosEmExp
EProm
Note: RelPcs = relational psychological contracts; PosEmExp =  positive emotion experience; BProm = broken promises; 
EProm = exceeded promises
Figure 9: Model 2 for relational psychological contracts
( RelPcs PosEmExp ►i BProm
Note: RelPes =  relational psychological contracts; PosEmExp = positive emotion experience; BProm = broken promises
Table 12: Summary of model fit indexes for relational psychological contract models
Model test d f CFI GFI TLI SRMR RMSEA
Model 1 319.51 84 3.80 .93 .90 .91 .18 .08
Model 2 235.53 60 .43 .94 .92 .92 .15 .08
Model 3 177.58 60 2.96 .96 .94 .95 .14 .06
Note: N=413 in all analyses
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Moving on to the transactional contract relationship; Model 4 (the hypothesised 
model, shown in Figure 10) has paths from negative emotion experience to both broken and 
exceeded promises. This model was a reasonably good fit 2.24; CFI= .96; GFI= .94;
RMSEA = .06). To test all possible variants of this model however, Model 5 (Figure 11) 
removed exceeded promises and tested the paths from negative emotion experience to broken 
promises only. This model was an improvement in fit to the hypothesised model i£ ld f=
1.64; CF1= .98; GFI= .97; RMSEA = .04). The final model (model 6) removed broken 
promises and tested the path from negative emotion experience to exceeded promises only. 
This model was an excellent fit {'^!df= 1.68; CFI= .98; GF7= .97; RMSEA = .03) and a 
significant improvement on models 4 and 5. Model 6 is represented in Figure 13.
Figure 10: Model 4 (Hypothesised model) for transactional psychological contracts
BProm
TraPcs NegEmEx
EProm
Note: TraPcs =  transactional psychological contracts; NegEmExp =  negative emotion experienee; BProm = broken 
promises; EProm = exceeded promises
Figure 11: Model 5 for transactional psychological contracts
(  Tra
Note: TraPcs = transactional psychological contracts; NegEmExp = positive emotion experienee; BProm = broken promises
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Table 13: Summary o f  model fit indexes for transactional psychological contract models
Model test d f CFI GFI TLI SRMR RMSEA
Model 4 185.93 83 2.24 .96 .94 .95 .17 .06
Model 5 96.91 59 1.64 .98 .97 .12 .04
Model 6 98.85 59 1.68 .98 .97 .98 .08 .03
Note: N=413 in all analyses
Overall the SEM results support H3 in that psychological contract type indirectly 
influences experience of a promise, through emotion. As can be seen in Figure 12, the path 
coefficient for the link between relational contract type and positive emotion is significant (P 
= .67, p< .001); as is the path between positive emotion and experience of an exceeded 
promise (p.38, p<.001). Figure 13 shows that the path coefficient for the link between 
transactional contract type and negative emotion (p.l 1, p<.01) is significant; as is the path 
between negative emotion and experience of an exceeded promise (p -.54, p<.001).
Figure 12: Results of the structure equation modelling test of relational contract type, 
emotion and exceeded promise experience
J 8 * *RelPcs PosEmExp EProm
Note: Figure 12 relates to Model 3 shown in Table 12; RelPcs =  relational psychological contracts; PosEmExp =  positive 
emotion experience; EProm = exceeded promises
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Figure 13: Results of the structure equation modelling test of transactional contract type, 
emotion and exceeded promise experience
TraPcs ■11** NegEmExp A  --54** EProm
Note: Figure 13 relates to Model 6 shown in Table 13; TraPcs =  transactional psychological contracts; NegEmExp 
negative emotion experience; EProm = exceeded promises
8.5.S Summary o f  results
The results from this study are consistent with H3. Holding a more relational contract 
leads to the experience of more positive emotion whereas perceiving a more transactional 
relationship leads to the experience of more negative emotion. Contrary to the hypothesised 
models, however, contract type and emotion did not, in this study influence the experience of 
broken promises. Models that included only exceeded promises were significantly better 
fitting than those with both promise types, or broken promises only, therefore, perceiving a 
more relational contract results in the experience of more positive emotion which in turns 
increases the likelihood of perceiving an exceeded promise to have occurred. On the other 
hand; perceiving a transactional relationship with the organization results in the experience of 
more negative emotion being experienced which in turn decreases the likelihood of 
perceiving an exceeded promise to have occurred.
8.6 Discussion
The current study has proposed a model of psychological contract type and emotion to
develop our limited knowledge of how emotion is implicated within psychological contracts.
The proposed model specifies that psychological contract type influences the emotion that is
experienced by employees. And this emotion then influences the extent to which an employee
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perceives a promise to have been exceeded by their organization. This study makes several 
theoretical contributions. Firstly, it offers empirical confirmatory support to the proposed 
findings of the three previous studies in the thesis; that perception of a certain contract type 
influences the valence of emotion experienced. The findings from the current study add 
further support to the proposition that current conceptualization of psychological contract 
type does not sufficiently acknowledge the importance of emotion within both contract types. 
This is an acknowledgement which will undoubtedly contribute to our understanding of 
emotion within psychological contracts more generally.
Secondly, the study tested the hypothesis that contract type and the associated 
emotion could be influential in perceptions of experiences within the relationship - proposing 
that emotion is not just a reaction to a perceived event within the contractual relationship. The 
proposition is that emotion is fundamental to the perception itself. The model outlined in the 
current study is consistent with this hypothesis. Perceptions of an exceeded promise being 
made by the organization either increased (when a relational contract type and positive 
emotion was experienced) or decreased (when a transactional contract type and negative 
emotion was experienced) dependent on perceptions of contract type and the associated 
emotion experience. As such, contract type and the associated emotion mediated perceptions 
made within the employment relationship. A future direction for researchers would be to 
examine whether this mediation effect of contract type and associated emotion acts to 
influence employee perceptions outside of specific psychological contract perceptions.
Could, for example, perceptions of justice, or organizational support differ on the basis of 
contract type and the emotions associated with it?
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Finally, the model only identified perceptions of exceeded promises as being 
influenced by contract type and emotion. Perceptions of broken promises were not identified 
in the best fitting models. This was an interesting finding as it goes against what was 
hypothesised. A reason why broken promises were not implicated in this relationship but 
exceeded promises were is perhaps a result of expectation. Firstly, based on previous research 
it is evident that breaching a contract is a negative experience (Conway & Briner, 2002a; 
Parzefall & Coyle-Shapiro, 2011). Regardless of whether perceiving a breach of contract 
from a relational or transactional contractual standpoint, the outcome is perceived to be 
negative, even more so when holding a relational contract (Raja et al., 2011; Zhao et al., 
2007). Additionally, previous research also proposes perceptions of contract breach happen 
on a fairly regular basis (Conway & Briner, 2002a; Robinson & Rousseau, 1994). Thus, 
contract breach happens regularly, it occurs regardless of the contract type, and it is a 
negative experience. From this evidence, it would suggest that employees are accustomed to 
experiencing contract breach and perhaps accept it as part and parcel of the employment 
experience. As such, contract type and emotion does little to distinguish between experiences 
of contract breach, exceeded promises, however, appear to be more complex in their 
experience.
Exceeded promises have received less attention in the literature than broken promises,
resulting in a far from developed understanding of what exceeded promises are and how they
are played out in the workplace. Part of the complication in researching exceeded promises is
that they are concerned with excess, and excess can potentially be perceived as a positive or a
negative experience dependent on what it is (Lambert, 2011). It would also depend on the
person perceiving the 'excess’ and how they made sense of it. Perceptions of more
responsibility, for example, may be perceived as a positive by one employee, and as negative
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by another. Thus, unlike broken promises it is not as simple with exceeded promises to state 
whether they are a positive or negative experience. It has also been proposed that within 
psychological contracts, over-fiilfilment or exceeded promises are "not expected as part of the 
exchange" (Conway, Guest, & Trenberth, 2011b, p. 269). As such, expectation, and 
perception may play a part in explaining why exceeded promises were part of the model and 
broken promises were not. When something is expected, such as a promise being broken, 
contract type and the associated emotion are not as fundamental to how employees’ view the 
event as they are when the event is unexpected.
Unexpected events require more sense to be made of them by the individual, and 
often rely on contextual cues to provide meaning and understanding (Weick, 1995). In this 
instance contract type and the associated emotion acted to mediate employees perceived 
experiences of exceeded promises - a relational contract and a positive emotion resulted in 
perceiving the organization to exceed in the promises they made. A transactional contract and 
negative emotion on the other hand resulted in perceiving the organization not to exceed in 
the promises they made. As such this finding contributes to the contract over-fiilfilment 
literature by proposing that experience of an exceeded promise is dependent on the contract 
type an employee perceives and the emotion that is associated with that contract type.
8.7 Limitations
The key limitation to the current study concerns is the cross-sectional nature of the 
data collection method. An online survey captures an understanding of the relationship 
between the study variables at only one time period; it therefore does not take into account 
the importance of time as a variable in understanding. Something that perhaps goes against 
the process based nature of the variables of interest - psychological contracts and emotion.
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The foundations from which this survey approach was home however were both quantitative 
and qualitative data collection methods, two of which were longitudinal. The mixed methods 
approach of the thesis as a whole goes some way towards minimising the potential impact of 
this limitation. It was also an appropriate method of data collection to embrace in order to 
meet the aims of this study - self-report methods are necessary to measure individual's 
perceptions as these cannot be measured in a more objective way (Conway & Lance, 2010). 
There are of course other issues with using cross-sectional, self report methods of data 
collection such as common method variance (CMV) and the potential for one underlying 
factor to be explaining all of the variance in the analyses. To test this as a potential 
explanation for variance in the current study, single-factor test, as recommended by 
Podsakoff et al. (2003), was carried out and confirmed that there was no one underlying 
factor accounting for the variance in the current study. The ways in which the studies in the 
current thesis addressed the potential limitation of CMV is discussed at length in the 
'limitations' section of Chapter Nine.
A second potential limitation with this study concerns the participants’ understanding
of exceeded promises in the questionnaire. It was not possible to determine whether
participants were thinking about 'exceeded promises' in a positive or a negative way on the
basis of the questionnaire items. An issue highlighted earlier in relation to findings from
previous research (Lambert et al., 2003). It is perhaps unlikely that the participants would
have considered 'exceeded promises' to be negative given that the questions were asked
alongside questions of'broken promises' (which are more evidently the negative experience
of the two). It would, however, be speculation to discuss excess within the findings in a
specifically positive or negative sense on the grounds of the questions asked. On the basis of
the current findings future research would benefit from exploring whether contract type is a
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factor in whether exceeded promises are experienced as positive or negative. Further 
contributing to an understanding of how contract type and the associated emotion act to guide 
workplace experiences.
8.8 Conclusions
8.8.1 Towards reconceptualizing emotion within psychological contract type
In conclusion, the findings support those of the previous three studies in proposing 
that contract type is related to, and result in certain emotions being experienced by 
employees. It also extends this finding in the proposition that contract type, and the 
associated emotion can act to mediate employees’ perceptions of unexpected events, namely 
exceeded promises. The study confirms the need for conceptualizations of contract type to be 
revisited in relation to their emotional focus; something that will be discussed in further detail 
in the following Chapter.
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Chapter Nine: 
9. Discussion
9.1 Introduction
The primary aim of this thesis was to empirically test current conceptualization of 
emotion within psychological contract type, as outlined specifically by Rousseau (1995) and 
accepted and applied by numerous psychological contract researchers. It also aimed to 
explore how relationship type was linked to the way emotion was played out in the 
workplace. As such, the questions that were asked at the outset of the thesis were:
>  Can current conceptualization of emotive difference in transactional and relational 
psychological contracts be supported empirically?
>  Are employees perceptions of their relationship with the organization linked to their 
experience of emotion?
The main contribution of the current thesis was theoretical - contributing to the 
conceptualization of psychological contract type. However, the result of addressing the 
aforementioned questions was a sequential mixed-methods approach which embraced some 
underutilised methods of data collection. Daily diaries are one example of a method that has 
been highlighted as a potentially fruitful way of collecting data on process oriented variables, 
such as psychological contracts and emotion. Nevertheless, only two studies to date have 
applied such a method (see Conway & Briner, (2002a) for a quantitative daily diary study of 
psychological contracts and emotion, and McGrath & Millward, (2009) for a qualitative diary 
study of identity, emotion and psychological contracts). The current thesis offered support to
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existing research utilising this method by also conducting a quantitative daily diary study of 
psychological contracts and emotion, the difference being a focus specifically on 
psychological contract type. In addition to this, however, the current thesis also carried out 
qualitative daily diaries; again, the current study was only the second to have collected data 
on psychological contracts and emotion using this method. Qualitative methods in general 
have also received favourable acclaim within the psychological contract literature as an 
important direction for researchers to take. Gaining a deeper insight into the 'process’ of 
process oriented variables can be achieved through qualitative methods. In addition to the 
qualitative daily diaries, the current thesis also included qualitative interviews to capture how 
psychological contract type and emotion are made sense of alongside of each other. The 
contributions of this thesis to the psychological contract literature are thus both theoretical 
and methodological.
9.2: Overview of study aims and findings
Study One: This exploratory, theory building study aimed to investigate the relationship 
between perceptions of contractual relationship type and emotion tone on a daily basis. The 
key findings were:
> A link between more relational contract perceptions with the experience of more 
positive emotion.
> Mixed emotion was expressed in a reflection of more mixed perceptions of the 
contractual relationship.
>  Transactional relationship perceptions were linked to experiences of more negative 
emotion.
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> Those who perceived more negative, transactional contractual relationships showed 
instances of making sense of the situation in a way that enabled them to constructively 
cope. For example, increasing their level of personal control over other areas of their 
working lives.
Study Two: This study aimed to test the links proposed in the exploratory findings of Study 
One. The hypotheses of this study were:
1. Psychological contract type (transactional and relational), emotion (positive and 
negative), and causal attributions will change over time, and in relation to each other.
2. Relational psychological contracts will be positively linked to positive emotion and 
negatively linked to negative emotion.
3. Based on previous assumptions - 3a Transactional psychological contracts will not be 
linked to either positive or negative emotion. Competing hypothesis: 3b: Based on 
Study One findings - Transactional psychological contracts will be positively linked 
to negative emotion and negatively linked to positive emotion.
The findings from Study Two offered support to, and an extension of the findings from Study 
One. The key findings were:
> Relational contract perceptions were found to be significantly linked to, and more 
predictive of the experience of positive emotion.
>  Transactional contract perceptions were found to be more significantly linked to, and 
predictive of the experience of negative emotion.
>  The importance of causal attributions (such as personal control) in this relationship
however was not clear, and was thus excluded from latter analyses within the thesis.
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Study Three: This study offered a more detailed understanding of the processes involved in 
the link between contract type and emotion. The research questions for the study were:
1. Are perceptions of psychological contract type (transactional or relational) implicated 
in the way sense is made of emotion surrounding the experience of a broken and 
exceeded promise?
2. Are perceptions of psychological contract type (transactional or relational) implicated 
in the way sense is made of the general experience of emotion in the workplace?
The findings from this study propose relationship type acts as a lens through which multiple 
aspects of emotion are made sense of by employees. The key findings were:
> The emotion linked to the experience of a broken and exceeded promise differed in 
relation to the type of relationship perceived with the organization.
> The emotion that an employee expressed being more aware of, and actively managed 
whilst at work also differed in relation to the perceived contract type held with the 
organization.
Study Four: This study drew together the findings from the three previous studies to test the 
following hypotheses:
1. la: Relational psychological contracts will be positively linked to positive emotion, 
lb: Relational psychological contracts will be negatively linked to negative emotion.
2. 2a: Transactional psychological contracts will be positively linked to negative 
emotion.
2b: Transactional psychological contracts will be negatively linked to positive 
emotion.
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3. There will be an indirect effect of contract type on experience of a promise, through 
emotion.
The key findings from this study were:
> Relational psychological contracts were positively linked to positive emotion and 
negatively linked to negative emotion.
> Transactional psychological contracts were positively linked to negative emotion and 
negatively linked to positive emotion.
>  Contract type and the associated emotion (relational and positive emotion; 
transactional and negative emotion) influenced the experience of exceeded promises 
only.
9.3 General discussion
From as early as 1962 psychological contract researchers have been calling for both
cognitive and non-cognitive elements of psychological contracts to be acknowledged in their
conceptualization (Levinson et al., 1962). Rousseau's (1989) seminal reconceptualization, and
later developments (Rousseau, 1995) of psychological contracts went some way towards
achieving this. Firstly, there was the understanding that specific events within the contractual
relationship, such as a breach of contract, would result in an emotional outcome. Secondly, it
was acknowledged that emotion played a role in directing attention and subsequently in the
process of making sense of working life. And finally, emotion was outlined as a focus of
certain contract types (relational contracts). Much of this inclusion of emotion within
psychological contracts however was not well understood and at times was rather implicit in
nature. This was particularly true of the conceptualization of psychological contracts -
although emotion was acknowledged to be a part of contract conceptualization, it remained
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relatively understudied. A potential reason behind this was that the reconceptualization in the 
late 80s and early 90s resulted in psychological contracts becoming an observable, 
quantifiable construct. As such, developments in psychological contract and emotion research 
saw the more observable aspects of emotion within psychological contracts being studied, for 
example, the emotional reactions to a specific event occurring within the relationship. A more 
conceptual level understanding of emotion within psychological contracts, however, 
remained understudied.
Even now, with the wealth of research that has been carried out into psychological 
contracts and emotion, the vast majority of our understanding rests with how employees react 
emotionally to specific events within the psychological contract. As a result the chasm that 
has long been evident in psychological contract research, that between cognition and 
emotion, remains far from bridged (Forgas, 2006). This thesis, however, has directly, and 
explicitly, reintegrated cognition and emotion within psychological contract 
conceptualization; contributing to our theoretical understanding of psychological contracts by 
offering a new perspective to the way we acknowledge and understand emotion within these 
highly significant, and important, contractual relationships.
Conceptualization of emotion within transactional and relational psychological 
contract types (Rousseau, 1995) was the primary focus of this thesis, and the focus of the 
questions asked at the outset. The inclusion of emotion within psychological contract type 
conceptualization is within definitions of relational contracts. The 'focus' of such contracts is 
described as being both economic and emotional. The 'focus' of transactional contracts 
however is described only as economic. The implication being that emotion is not a 
significant focus, or of significant importance to those employees who perceive more
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transactional contracts with their employer. Although no research has explicitly explored the 
emotive differences within the distinctions of these two contract types, research has been 
carried out highlighting potential emotive differences in those who perceive more relational 
and those who perceive more transactional contracts. The findings of such research purport 
that those who perceive more relational contracts with their employer are more likely to: 
perceive a contract violation, display the negative outcomes associated with contract 
violation, and experience contract breach more negativity than those who perceive more 
transactional contracts (Raja et al., 2011; Zhao et al., 2007). As with much of the evidence in 
the psychological contract and emotion literature, however, these findings are again an 
understanding of emotion as a reaction, or an outcome. When looking at a more conceptual 
level understanding of emotion within these psychological contract types, as the current 
thesis did, the evidence did not support the emotive differences specifically implied within 
Rousseau's (1995) conceptualization. The main findings from the current thesis, in relation to 
the questions posed at the outset of the thesis are:
>  Emotion is of significant importance to both contract types but the valence of emotion 
associated with each contract type differs
>  Emotion is not only a consequence of a specific event within the employment 
relationship - contract type and the associated emotion also act to influence initial 
perceptions of certain events
>  The emotion employees experienced, attended to, and managed are linked to their 
perceptions of contract type.
Each of these findings will be discussed throughout the remainder of this Chapter.
The first finding is that emotion is in fact a focus of both contract types, albeit different
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valences of emotion being the main 'focus'. Relational psychological contracts were found to 
be linked to, and influence the experience of more positive emotion in employees. 
Transactional contracts on the other hand were found to be linked to, and influence the 
experience of more negative emotion in employees. The findings imply that the emotion 
employees’ experiences most often in the workplace is directly linked to the type of 
relationship they perceive with their organization. This was the foremost finding purporting a 
key deficiency in the current conceptualization of transactional and relational psychological 
contracts - it does not acknowledge emotion in the definition of both contract types. It also 
fails to acknowledge specific emotion valences within the definition; the description is that 
relational psychological contracts have an 'emotional focus'. As such, understanding gleaned 
from previous research of how emotion is implicated within psychological contracts and 
played out in the workplace, has been limited.
In thinking about the cognitive function of psychological contracts, contract type is
understood to be the mental model, or schema with which knowledge and information an
employee attains is organised (Beck, 1967; Rousseau, 1995). The findings from the current
thesis contribute to this understanding through proposing that cognition and emotion are
potentially working in unison. How employees are organising their information is not purely
cognitive. Much like mental models, emotions are also considered to be functional in nature -
they can act to interrupt the natural flow of events in order to direct, or organise behaviour
around that particular emotion (Lazarus, 1991). The emotional interactions individuals’
experience with their environment are thus logical and organised around a single theme
(Frijda, 1993). As such, the emotive links found in both transactional and relational
psychological contract types will also play a role in how information is understood and
organised. This proposition has similarities to those made by the cognitive-experiential self
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theory (Epstein, 1990, 2003) in which cognitive and experiential (including emotional 
experiences) systems can work either sequentially or simultaneously. The understanding 
gleaned from this thesis that emotions are important to both contract types contributes not 
only to the conceptualization of contract types, but also to our understanding of how 
employees make sense of certain information. These findings thus propose the need for 
conceptualization of psychological contract type to more explicitly acknowledge the 
emotional elements that go to make them up.
A second key finding of the research is the proposition that emotion is not only a 
consequence of a specific event in the workplace, but also implicated in the interpretations 
that are made about the event and perception of the event occurring. Much of the literature 
exploring the relationship between contract type and emotion propose emotion to be a 
reaction (Raja et al., 2011; Zhao et al., 2007). Whilst the research finding from the current 
thesis does not dispute this as a viable link between the two variables, it does offer an 
alternative perspective to the way we understand the link between contract type and emotion. 
The proposition that contract type and emotion can mediate an employee’s experience of 
specific events in the workplace (in this case exceeded promises), again runs in accordance 
with the concept of a mental model (Beck, 1967). There are two specific cues provided to 
individuals from their mental models. Firstly, they provide cues to the individual regarding 
what might occur in the future. Secondly, they act to provide cues about the interpretations 
that can be made of those events.
The findings from the current thesis propose that those who perceived a more 
transactional contract and more negative emotions experienced a decrease in perceptions of 
exceeded promises, whereas, those who perceived a more relational contract and more
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positive emotion, experienced an increase in perception of exceeded promises. These mental 
models (in this case, schemas of psychological contract type and the associated emotion) are 
thus being used as an interpretive lens by employees in the perception of exceeded promises 
occurring and the interpretations made of this. Taken together with previous findings 
implicating emotion as a reaction to events in the workplace (Conway & Briner, 2002a; 
Parzefall & Coyle-Shapiro, 2011), emotion is thus a crucial component to the whole process 
of psychological contracting. From the perceptions of what is expected in future interactions, 
to the ongoing interpretations made within the relationship, to the reactions after a specific 
event. The contribution to understanding from this finding is thus twofold. Firstly, that 
emotion is implicated at the earliest stages of the process as it is bound up with the way 
contract type perceptions are understood by employees. And secondly, that there is a direct 
link between contract type and emotion as a significant influence on outcomes.
How employees’ interpret the experience of an exceeded promise is a result of them 
making sense - the process of interpreting and providing meaning to both the self and the 
world in which the self exists (Weick, 1995). Within this process, expectation plays a crucial 
role. Unexpected events are proposed to evoke sensemaking and are also more likely to 
evoke emotions within the process than expected events are (Schütz, 1967; Weick, 1995).
The more unexpected an event, the greater the effort required to make sense of it. In a similar 
vein; within cognitive schemas there are differences in the conscious processing of 
information we receive. Information that runs in line with the schema we hold will be 
organised relatively quickly and automatically. Information that is novel/contradictory to the 
currently held schema, on the other hand, requires more conscious effort to organise (Stein, 
1992). As such, the contract type schema that is held by employees acts as guidance for them
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to the understanding and organisation of experiences and behaviours - both the expected and 
the unexpected.
Expectation, and the link it has with contract type and emotion, is a fundamental 
component of the way employees experienced their emotions. This last finding highlights 
how the emotions that employees’ managed, and the sense they made of why they were 
managing these emotions differed in relation to their contract type perception. Management 
of emotion was evident in both contract types. For example, those who perceived more a 
transactional relationship with their organization suppressed both positive and negative 
emotion to maintain professionalism within the relationship. Those who perceived more 
relational contracts also suppressed their negative emotion to maintain a sense of 
professionalism. This management was also to maintain the positive relationship they 
perceived they held with their organisation. They did however feel free to express their 
positive emotion. Findings from the thesis outlined that transactional relationships are linked 
to the experience of more negative emotion; as a result, the experience of positive emotion 
may well be perceived as unexpected. Suppression of positive emotion thus acts to maintain 
the negative emotion schema, or ’story' they have surrounding their contractual relationship.
In a similar vein, the expression of positive emotion within those perceiving more relational 
contracts with their organization act to maintain their more positive emotion schema.
Conscious management of all emotion in transactional contract relationships may be 
perceived as support for the current conceptualization that transactional contracts are 
relatively emotion void. The current thesis would argue, however, that this is not the case. 
Emotion management comes under the umbrella term of emotional labour - ’’the effort, 
planning, and control needed to express organizationally desired emotion during
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interpersonal interaction" (Morris & Feldman, 1996, p. 987). Given that 'planning' is 
necessary to the expression of the emotion, both cognitive and behavioural components are 
necessary (Wharton, 2009). Before an emotion can be managed there needs to be a conscious 
awareness of the emotion in order to determine whether it is, or is not, appropriate to display 
in the circumstances. As such, to actively manage an emotion, one first has to be aware that 
the emotion is being experienced, which would go against the proposition that transactional 
contract perceptions are emotion void. The management of all emotion by those who 
perceived more transactional contracts within the current thesis is potentially down to the 
expectations of both the employee and their organization. Based on current conceptualization 
of transactional contracts, the expectations of those who hold transactional contracts would 
be to appear relatively free from emotion. They are not expected (by others and themselves) 
to be emotionally attached, in any way to their organization. The result of which is the active 
management of all emotion, regardless of what emotion is being experienced.
What is interesting in these findings is that there was conscious management of
negative emotion by both transactional and relational contract holders. Both of which
appearing to offer a reason as to why they did this as - maintaining professionalism. The fact
that both contract types expressed this puts forward the possibility that management of
negative emotion is something that occurs at a more group level phenomenon, rather than
only at an individual level. Early understanding of emotion, or 'the passions' within the
workplace interpreted negative emotion as something that needed to be suppressed (Solomon,
1977). This interpretation also resonates with later propositions in which negative emotions
are not, for the main, categorized within the bounds of acceptable emotions to display within
the workplace (Diefendorff & Richard, 2003). As such, the management of negative emotion
within the workplace is likely to be a more broad based belief in the culture of our society -
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acting at the 'social contract', rather than the 'psychological contract' level (Rousseau, 1995). 
These broad based societal beliefs are hence directly influencing the expectations employees 
are making of themselves, and their own emotional conduct, within both contract types.
The findings propose that psychological contract type, and the emotion that is 
associated with or most often experienced in relation to that contract type, both act as the 
structures to help guide the thinking and understanding of employees. In line with 
sensemaking theory: the cues extracted from the environment to make sense of are often 
those that are familiar to the person and are determined by the context with which the person 
is in (Weick, 1995). As such, the context here is the type of relationship perceived with the 
organization. The significant development of this thesis over and above other research into 
psychological contracts is the inclusion of emotion at the level of contract type 
conceptualization.
Taken together, these findings contribute to significant developments in our 
understanding of emotion within psychological contracts. Emotion requires more than an 
implicit acknowledgement in the conceptualization of the psychological contract, particularly 
within contract type. Not only does this understanding contribute to a more developed 
conceptualization of psychological contract type, it also has the potential to enhance our 
understanding of how emotion is played out within the workplace. If contract type and the 
emotion associated with it act as a lens through which employees perceive their experiences 
of exceeded promises, there is the possibility that this would also be the case for other 
workplace experiences; a proposition discussed in the 'future directions' section of this 
Chapter. The findings from the current thesis, however, should be understood in light of 
several limitations of the research, something that will now be discussed in detail.
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9.4 Limitations
Within each of the previous study Chapters limitations specific to each of the studies 
have been detailed; here focus will be on the limitations that apply to the research approach 
more generally. An important point to consider here is that the current thesis makes an 
assumption that the participants included in the studies had self-awareness of their own 
emotions and of their relationship with their organization. As discussed in Study One, a 
potential reason for some participants displaying a mismatch between their relationship 
perceptions and experiences of emotion is a lack of self-awareness. Whilst this is not 
something that was measured within the current thesis, it was acknowledged that this may 
have influenced interpretations of the findings, particularly within the qualitative studies, as 
participants may vary in what they articulate.
The first, and perhaps most significant limitation concerns the sample of participants 
used in each of the studies, and ultimately the context of the research. The aim of this study 
was to explore the potential links between emotion and psychological contracts from an 
individual’s point of view. The decision to recruit participants from multiple organizations 
acted as a way to prevent any within-organizational effects from emerging and to obtain more 
individual variance in the responses that were provided. However; using participants from 
multiple organizations risks losing some of the important contextual influences of a single 
organization, particularly with regard to the way in which the participants made sense of 
certain aspects of their relationships.
It has been proposed, for example, that work settings are important in the underlying 
dynamics of worker-organizational relationships (Rousseau & Fried, 2001). Additionally, 
both organizational context and socialisation processes have been found to directly impact
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employees’ psychological contracts and their sensemaking of an event (Thomas & Anderson, 
1998; Weick, 1995; Winter & Jackson, 2006). Recruiting participants from a range of 
organizations was the most effective way of obtaining data that was more generalizable; 
however, it is acknowledged that obtaining a sample from a single organization may well 
have produced different findings.
A second limitation concerns the specific psychological contract types that were 
applied to the analyses - transactional and relational contracts. These contract types have 
received mixed empirical support over the years and have been criticised for not fully 
representing modem employment relationships (Conway & Briner, 2005; Coyle-Shapiro & 
Kessler, 2000; Rousseau & Wade-Benzoni, 1994). The decision to apply these contract types, 
however, rests with the fact that they remain a commonly applied distinction in the literature. 
In addition to this, they often form the foundations of many of the alternative contract type 
distinctions that have been defined, despite these distinctions not explicitly calling them 
transactional and relational contract types. As such, the continued application of these 
contract types requires a clearer understanding of their definition. This will ultimately 
contribute to our understanding of how these contract types are played out in the workplace, 
particularly in relation to emotion. As with the previous limitation, however, it is 
acknowledged that had a different distinction of contract type been applied, the studies could 
potentially have produced different findings.
Another aspect of psychological contract conceptualization that was applied to the 
current research is that they are considered to be idiosyncratic constmcts, a direction taken by 
Rousseau (1995). As discussed in Chapter One however, this is not the only understanding of 
psychological contracts. There are also proponents of a dyadic level perspective in which
221
both the employee and employer are thought to hold psychological contracts (Guest & 
Conway, 2002; Herriot & Pemberton, 1997). As such, the inclusion of only the employee’s 
perspective of the relationship may be considered by those supporting the dyadic perspective 
as contributing only to a limited component of the relationship. The conceptualization of 
transactional and relational contract types by Rousseau (1995) was made at the idiosyncratic 
level. Thus, in order to address the questions posed at the outset of the thesis, it was necessary 
to approach the psychological contract in the way proposed within Rousseau's 
conceptualization.
A third limitation to the research is the distinction of emotion that was applied. The 
current research applied a one dimensional understanding of emotion - namely 
positive/negative distinctions were made. This uni-dimensional approach has been proposed 
to be useful in comparing situations as it allows for researchers to glean an understanding of 
individuals overall good or bad feeling about something. There are of course those who 
believe, however, that a multidimensional or micro-valence approach to studying emotion is a 
more effective as it allows researchers to obtain a more specific understanding of the emotion 
states being experienced. Recent developments in our understanding of emotion, however, 
propose that a combination of both uni- and multi-dimensional approaches to emotion should 
be incorporated into research if we are to better understand the links between emotion and 
cognitions/behaviours (Sacharin et al., 2012). The current thesis takes an exploratory 
approach to understanding emotion within psychological contract type, and sought to 
compare how emotion was included within these types; the uni-dimensional approach to 
emotion was, therefore, the most appropriate. It is acknowledged, however, that further 
development of the findings from this thesis, and to better understand how emotion is
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understood and played out in the workplace requires a combined uni- and multi-dimensional 
approach.
A final limitation of the study relates to the quantitative studies in the thesis (studies 
Two and Four). Within these studies it could be argued that there is the potential for common 
method variance (CMV) to have occurred, influencing the outcome of the data, and 
subsequently the interpretations that are made of it. CMV is a common criticism of using 
self-report methods of data collection due to the potential of inflating the relationships 
observed by using survey measures to collect the data (Chang et al., 2010). Firstly, the use of 
self-report methods themselves needs to be justified - it is important that there are no 
objective measures that could be used to glean the same, or more superior data (Conway & 
Lance, 2010). The rationale for using self-report measures in the current study runs in line 
with that put forward by Judge, Bono and Locke (2000) - the focus of the research was 
perceived relationship type and perceived emotion. As such the variables being measured 
were not objective, but perceptions, making them best suited to self-reporting. In addition to 
justifying the need for self-report measures to be used in the study, there are also steps a 
researcher can take to help minimise the potential for CMV to occur.
Multiple procedures have been outlined as considerations to be made by researchers 
in the design of their studies/research which will act to minimise the potential impact of 
CMV (Podsakoff et al., 2003). These include: developing the study so that predictor and 
criterion variables are measured from different sources; separating measurement 
methodologically, psychologically, temporally or proximally; ensuring anonymity to the 
respondent to reduce any anxiety about evaluation; counterbalancing question order; and 
careful construction of the scale items themselves. No one method is regarded as the most
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important one to carry out, and some methods may not be applicable to a particular study 
(Conway & Lance, 2010). What is important, however, is that there is some 
acknowledgement of it from the researchers and some attempt to minimise the potential 
impact where possible.
Within studies Two and Four of the current thesis both the predictor and criterion 
variables needed to be collected from the same source, and through the methods chosen for 
the reasons outlined above concerning perceptions. Within Study Two in particular - the 
quantitative diary study, it was necessary to capture ratings of the study variables at the same 
time point on each of the ten days, making it difficult to physically separate out the 
measurement. To minimise any potential impact however there was careful construction of 
the scale items in terms of response formats - this was true of both quantitative studies. 
Measures were chosen which had varying formats to respond to and also multiple scale 
anchors which "reduces method biases caused by commonalities in scale endpoints and 
anchoring effects" (Podsakoff et al., 2003, p. 888). Additionally, the data in study Two were 
collected at multiple time points, further reducing the potential for biases to occur. Finally, 
and as with all studies in the current thesis, there were sufficient steps taken to ensure the 
anonymity of all participants. There were also sufficient steps taken to ensure the participants 
were aware of this protection of their anonymity.
In addition to the a priori measures that can be taken to reduce the potential for CMV
to occur, researchers have also proposed statistical post hoc remedies (Podsakoff et al., 2003).
There has, however, been little evidence provided of the effectiveness of these remedies, and
as such it has been suggested that "no post hoc statistical correction procedure can be
recommended until additional research evaluates the relative effectiveness of those that have
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been proposed" (Conway & Lance, 2010, p. 332). The measures taken by the current research 
to address the issue of CMV would by no means act to eliminate the issue completely, 
however they are acceptable steps to have taken to minimise the potential. Particularly in 
light of the opinion of some that the magnitude of this relationship inflation bias is an over­
estimation (Crampton & Wagner, 1994).
9.5 Future research directions
One of the most significant contributions of the current thesis, besides the theoretical 
and methodological contributions previously outlined, are the multiple avenues it offers for 
future research direction. The more explicit integration of emotion into the conceptualization 
of psychological contract type has created a platform from which to understand this 
integration to a greater extent; both within contract conceptualization, and in relation to 
behaviours and outcomes in the workplace. An aim of this thesis was to contribute towards 
bridging the gap between the cognitive and the non-cognitive within our understanding of 
psychological contract conceptualization. What has been highlighted in addressing this gap 
however is how underdeveloped our understanding is of the relationship between cognition 
and emotion. Much of this discussion Chapter has concerned the mental models (schemas) of 
psychological contract type and how the research carried out within this thesis proposes they 
interact with emotion. The proposition being that the cognitive and emotive processes are 
potentially occurring alongside one another in the way employees make sense of their 
working lives. At this stage in our understanding however all that can be said is that there is a 
link between the cognitive and the emotional. How exactly cognition and emotion relate, and 
how this link transpires at a cognitive level is not something that is well understood. Emotion 
processes cannot just be crudely added to cognitive processes without a clearer understanding
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of how this link develops and is played out by the employee; something that can only be 
understood with a significant level of future empirical investigation.
Whilst the future direction outlined above offers a more conceptual level direction to 
take, the findings and limitations from the current thesis also offer potentially fruitful 
directions to take in addressing the link between contract type and emotion within the 
workplace. The current thesis, for example, found contract type and the associated emotion 
influenced perceptions of exceeded promises, not broken promises. Met, or fulfilled, 
promises were not a focus of the current thesis. As such, the potential for contract type and 
emotion to influence perceptions of fulfilled promises would require further analysis. In a 
similar vein there is also the potential to further research how psychological contracts and 
emotion relate to, or interact with employee behaviours. Domination of the literature to date 
surrounds emotional reactions to specific contractual events (such as contract breach or 
fulfilment) and various organizational outcomes. A proposed enhancement in understanding 
of this link is that contract type and the associated emotion could act as a moderator to this 
well established relationship. In developing this possibility it might enable researchers to 
establish why certain behaviours occur in certain circumstances - the practical contribution of 
which would be invaluable.
Several developments in the literature could be made in relation to limitations of the 
current thesis. First, would be to include both uni- and multi-dimensional understanding of 
emotion within the research. The current thesis proposes that positive and negative emotions 
rest within the two different contract types examined, however the specific emotions within 
these positive and negative umbrella terms are not understood. There is the potential that 
certain positive, or certain negative, emotions play a bigger role within these
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conceptualizations than do others; a useful direction for future research to take in order to 
develop a more detailed understanding of the emotion valence of importance within each 
psychological contract type.
The second development would be to explore the relationships proposed in the current 
thesis in a specific context. An organization going through a period of uncertainty, or change 
would be an interesting context to investigate. The current thesis proposes specific links 
between contract type and emotion valence, however, there is no indication of the context of 
the organization from which the participants were currently experiencing. A question that 
needs to be asked of these proposed links is: are these emotive differences in contract type 
maintained during times of change/uncertainty? Gaining an insight into this question would 
again offer more practical application of the current findings, whilst also offering further 
understanding of how these proposed links are played out in different workplace contexts.
A third development would be in relation to the perspective taken of the 
psychological contract. As previously discussed the current thesis approached psychological 
contracts from an idiosyncratic perspective in light of the research aims. It is, however, 
acknowledged that others perceive contracts to rest at a dyadic level; the emotive differences 
proposed within the findings from the current thesis could potentially differ if approaching 
the relationship from the employers’ perspective. In addressing the employers’ perspective in 
the relationship it would also be possible to address the issue of expectations in relation to 
contract type and emotion as discussed throughout the thesis; gaining insight which could 
potentially contribute to the practical application of the current research findings.
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A final direction proposed from the current research would be to explore the different 
emotion management strategies used by employees perceiving different contract types. The 
current thesis outlined that emotion management was evident in both transactional and 
relational contract relationships. It did not, however, explore which strategies of management 
were used specifically. Previous research has identified different emotional regulation 
strategies as being more or less successful in the acceptance of certain emotions and also in 
perceptions of contract breach (Bal et al., 2011; Bal & Smit, 2012). There is, however, a gap 
in the literature concerning the impact of contract type on the strategies employed by 
individuals, both as a reaction to a specific event, and more generally within their working 
lives.
9.6 Practical applications
Contributions of the current thesis are mainly theoretical; however, these theoretical
contributions have the potential to be transpired into practical applications. Most significantly
it proposes that employers need to re-evaluate how they understand the importance of
contract type and emotion within the workplace. At present employers will be aware that
specific events will potentially influence how employees perceive their relationship with
them and the emotion that they may be experiencing. The current thesis, however, offers an
alternative perspective; the proposition being that the type of relationship perceived with the
organization can influence the emotions experienced and managed in the workplace and
subsequently the potential occurrence and interpretations made of a specific event happening.
This may be particularly important during times of change. If contract type and emotion can
act as an interpretive lens to how events are experienced, employers will be better prepared
for how change will be experienced by employees. It will also offer them a clearer
understanding of how to manage the situation. It is also worth noting that employers should
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be more aware of the expectations of employees holding the two contract types - in specific 
relation to their emotions. Expectations are fundamental to how sense is made by employees; 
setting out expectations of one another, particularly during times of change, can therefore 
potentially contribute to how employers’ can manage the situation.
Secondly, there is an important implication in the finding that all employees manage 
their emotions, particularly their negative emotions. It is important for employers to 
acknowledge the potentially important role that emotion plays in relation to both cognition 
and behaviour, as outlined by both previous research and the findings from the current study. 
As such, expression of emotion needs to be given an appropriate outlet within organizations, 
allowing employees a safe and accessible way to express how they are feeling. Emotion need 
not be perceived as 'unprofessional', but rather acknowledged as part and parcel of an 
individual and their interactions within the organization. For expression of emotion, 
particularly negative emotion to be perceived as acceptable within an organization, the 
climate of the organization requires addressing. An awareness and acknowledgement of 
emotion by the organization may allow for emotion to be better understood - both by 
practitioners and researchers alike.
9.7 General conclusions
The most significant contribution of this research is theoretical. The thesis puts into 
question the conceptualization of emotion within psychological contract type that has been, 
and currently is, accepted by psychological contract scholars; proposing the need to revisit 
these conceptualizations in light of the empirical evidence. The single most important 
contribution of this thesis, within the psychological contract literature, is that emotion forms a 
part of transactional and relational psychological contract ‘schemas’ employees use in
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making sense of their employment relationship and their experiences within this. Emotion has 
not, before now, been acknowledged in such an explicit way within the conceptualization of 
contract type, and has also received minimal attention outside of the ‘reaction’ literature. In 
acknowledging the significant role emotion plays in how employment relationships, and 
experiences within this, are made sense of by employees we can begin to develop a more 
sophisticated understanding of how, and where, emotion and the psychological contract are 
linked. The thesis also contributes to our methodological advancements in the area of 
psychological contracts and emotion; supporting the use of, and the call for more research 
utilising, both daily diaries and qualitative methods in this area of research. Not only were 
quantitative diaries and qualitative interviews used within the thesis, it also contributed 
towards pioneering the use of qualitative diary methods in psychological contract and 
emotion research. Combining these two underutilised, but much hailed methods of data 
collection, the current thesis was able to capture a deeper understanding of the links, and the 
processes underlying these links, between contract type and emotion as the process variables 
that they are.
The current thesis has contributed to the psychological contract literature in a
theoretical, methodological, and practical sense. It has been the first to empirically test
conceptualizations of transactional and relational contract types that have long been accepted
by researchers and casts doubt over the accuracy of their emotional ‘focus’. Emotion, as
proposed in the current thesis, contributes to how employees understand their relationship
with their organization; guiding them in interpretations made of day-to-day working life, as
well as the more specific events that occur within the employment relationship. To overlook
emotion at a conceptual level within psychological contracts would be to acknowledge only a
limited proportion of the construct; the very definition of psychological contracts proposes
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they contain both emotional and non-emotional processes. Extant theoretical understanding 
and empirical support for the emotional component of this definition, however, has been 
somewhat lacking. The current thesis goes some way towards addressing this gap in the 
literature by providing evidence of where, and how, emotion is linked to specific contract 
types; there remains, however, challenges for researchers both theoretically and practically.
Theoretically, we need to extend our understanding of the role of emotion within 
categorizations of contract type beyond that of the transactional and relational contract type 
distinctions. In addition to this, there is also a need to explore emotion at a multi-dimensional 
level with a distinct focus on the specific emotions contributing to the psychological contract 
type ‘schemas’, used by employees, in making sense of their employment relationship and 
workplace experiences. In practical terms, the theoretical grounding provided by the current 
thesis should be used as a platform, by researchers, with which to explore how the links 
between emotion and psychological contract type are played out within specific 
organizational contexts, such as; an organization experiencing a restructure. Restructuring 
within organizations is something that has become a frequent reality for many; on the basis of 
the current theoretical findings there is the potential that psychological contract type, and the 
associated emotion, would be used by employees in the sense they made of the situation and 
ultimately their behavioural and attitudinal reactions to it. It will only be through further 
empirical research of this kind that the practical applications of the current theoretical 
findings will be fully realised and applied within interventions; such as, how to manage 
employees’ relationship perceptions and associated emotion during organizational mergers. 
Fundamentally, this thesis has provided the groundwork for a plethora of potential theoretical 
and practical research directions, with the focus of reconceptualizing emotion within 
psychological contract theory.
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9.8 Dissemination of Findings
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Daily Diary with Data Mapping
Personal Identification number:
A daily diary study investigating psychological contracts and emotion in the workplace
Week One *
Michelle McGrath 
Email: m.mcgrath@surrev.ac.uk
Supervisor: Dr Lynne Millward 
Phone: 01483 689442 
Email: L.Millward-Purvis@surrey.ac.uk
All answers are completely confidential and they will not be passed on for any reason. 
Thank you very much for your time and participation.
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Contents
Instructions
Monday Personal details (only in week one)
Section I. What emotions have you felt today?
Section 2. The relationship between you and your organization
Tuesday Section I. What emotions have you felt today?
Section 2. The relationship between you and your organization
Wednesday Section 1. What emotions have you felt today?
Section 2. The relationship between you and your organization
Thursday Section 1. What emotions have you felt today?
Section 2. The relationship between you and your organization
Friday Section 1. What emotions have you felt today?
Section 2. The relationship between you and your organization
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A daily diary study investigating psychological contracts and emotion in the workplace 
Instructions
These instructions are divided into two sections; the first provides explanations of some of the terms 
used throughout the diary and the second gives a general description of how to complete the diary.
Section 1
The diary is designed to capture the emotions you feel whilst at work over the next two weeks.
‘Organization’ refers to either the organization you work for, or any person within your place of 
work who you perceive to be acting on behalf of the organization (e.g. line manager, supervisor, 
personnel manager etc)
‘Emotion’ refers here to words you would use to describe the way you were feeling at any point 
during the working day (such as cheerful or tense)
Section 2 -  Completing the diary
Throughout the diary you will either be required to write a brief answer or circle the number 
that is most appropriate to you with regards to that particular day.
The diary must be completed at the end of each working day over a two week period. At 
the beginning o f the first weeks diary you will be asked questions relating to personal details 
(such as age and gender), this section will not be found in the second week’s diary. The main 
sections o f the diary will involve; firstly, answering questions relating to the emotions you 
felt that day, secondly, you will be asked a series o f questions regarding the relationship you 
have with your organization. After you have completed this section the diary entry for that 
day has been completed.
At the end o f the second week’s diary you will be sent (if you provided an email address) a 
follow-up questionnaire on your experiences o f completing the diary study.
The diary should take approximately 20-30 minutes per day to complete, dependent on the 
length of answers you provide.
If you have any problems or questions whilst filling out the diary please contact the principal 
researcher (Michelle) at m.mcgrath@surrey.ac.uk.
Thank you for your participation, it is much appreciated.
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Daily Diary
Week One
*
Day One
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Personal Details;
1. Sex
(Please tick)
Male I  I
Female I  I
2. Age (in years):
3. Length of contract with current employer (in months):
4. What is your occupation/job title?
5. Please briefly summarise your work responsibilities here:
All sections are to be completed at the end of each working day.
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Section 1. What emotions have you felt today?
Listed below are some words that describe different emotions. Please look at each word and 
put a circle next to the option that most applies to the extent you felt that emotion overall at 
work |today|.____________________________________________________________________
Please remember to circle one number only.
Never Occasionall
y
Some of 
the time
Much of 
the time
Most of 
the time
All of 
the time
1. ...gloomy 1 2 3 4 5 6
2. ...calm 1 2 3 4 5 6
3. ...uneasy 1 2 3 4 5 6
4. ...enthusiastic 1 2 3 4 5 6
5. ...cheerful 1 2 3 4 5 6
6. ...worried 1 2 3 4 5 6
7. ...comfortable 1 2 3 4 5 6
8. ...tense 1 2 3 4 5 6
9. ...depressed 1 2 3 4 5 6
10. ...optimistic 1 2 3 4 5 6
11. ...relaxed 1 2 3 4 5 6
12. ...miserable 1 2 3 4 5 6
Comment [Will]: This section 
relates to the main aim of the 
study; what emotions are felt on a 
daily basis -  allowing a link to be 
made between the emotions felt 
and the relationship with the 
organization.
In the space below please write in any other emotions you might have felt (e.g. boredom, anger) and 
the extent to which you felt them.
13 1 2 3 4 5 6
14 1 2 3 4 5 6
15 1 2 3 4 5 6
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Of the emotion you felt the strongest today please answer the following in as much detail as 
possible:
1. [Wha<!/who do you think prompted the emotion?______________________________
Comment [WU2]: All
questions here are aiming to gain 
a deeper insight into why the 
emotion was felt -  was it related 
to the relationship with the 
organization?
2. Did you think that the emotion you were feeling was justified?
3. Did you make other people aware of the emotion you were feeling? If ‘yes’ how 
did you do this?
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Section 2. Your relationship with the organization
Please answer the following questions in as much detail as possible with regards to how you 
perceive your relationship with the organization overall at work today.
If any of the questions were not applicable for today please write N/A under that question
1. How would you describe your [relationship, with the organization today?
Comment [WU3]: This relates 
to the main aim of the study; 
Identifying the tone of relationship 
(positive or negative) in the way 
they describe the relationship they 
perceive with the organization. 
This will allow for a link to be , 
made between emotion and tone 
of relationship
2. Do you feel, if at all, the organization has jsupported [you in your work? If so, 
how?
Comment [WU4]; The
remainder of the questions are 
used to provide context to the 
'tone' of the relationship and 
attempt to better understand the 
link between relationship tone 
and emotion.
3. Did the organization make any promises to you? (Either written/verbal, or
something you believe should have happened based on previous experience). If yes 
what were they and were they kept?
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4. If promises were made by the organization and were, or were not kept, how did 
this make you feel about the organization?
Do you feel, if at all, that the organization has rewarded your hard work and 
involvement? How have they done this?
6. Is this is an organization and environment you can see yourself working at in the 
future? Why/Why not?
Your diary entry for today has now been completed. Thank you.
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A daily diary study investigating psychological contracts and emotion in the workplace
I am a research student at the University of Surrey and I am currently conducting some 
psychological research into people in their places of work. The research is looking at the 
emotions you feel throughout the day and the relationship you feel you have with your 
organisation (psychological contracts).
Your role in the research would be to complete a diary at the end of each working day (for 10 
days) with regards to the areas mentioned above.
Part of the diary involves rating a set of emotions to the extent that you felt them that day. 
There will also be questions relating to both emotions and your relationship with the 
organization which will offer space to provide a more detailed response. All of the questions 
will be in relation to the areas mentioned above.
The diary will take approximately 20-30 minutes to complete each day, dependent on the 
depth of answers you provide. There will also be a 5-minute follow up questionnaire asking 
you about your experiences of completing the diary. If you are happy to complete this please 
provide your email address on the consent form.
All the information provided will be kept completely confidential and will not be used for 
any purpose other than this research. You are however free to withdraw from the research at 
any time.
If you have any questions during the study you can contact the following people at any point:
The principal investigator: Michelle McGrath on m.mcgrath@surrev.ac.uk or 07876440806 
The research supervisor: Dr Lynne Millward on l.millward-purvis@surrey.ac.uk or 01483 
689442
If you would like to take part in this research please contact the researcher on the email 
address above.
Thank you in advance for your help.
Regards,
Michelle McGrath
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Consent Form
I the undersigned voluntarily agree to take part in the study on emotions and psychological 
contracts in the workplace.
I have read and understood the Information Sheet provided. I have been given a full explanation 
by the investigators o f  the nature, purpose, location and likely duration o f  the study, and o f  what I 
will be expected to do. I have been given the opportunity to ask questions on all aspects o f  the 
study and have understood the advice and information given as a result.
I agree to comply with any instraction given to me during the study and to eo-operate fully with 
the investigators. I shall inform them immediately if  I suffer any deterioration o f  any kind in my 
health or well-being.
I consent to the data I provide being used in this and any related research; however I understand 
that the information I provide is confidential and that no information will be disclosed in the study 
output, to any third party or in any published data that could lead to my identification. I 
understand that all personal data relating to volunteers is held and processed in the strictest 
confidence, and in accordance with the Data Protection Act (1998).
I understand that I am free to withdraw from the study at any time without needing to justify my 
decision and without prejudice.
I confirm that I have read and understood the above and freely consent to participating in this 
study. I have been given adequate time to consider my participation and agree to comply with the 
instructions and restrictions o f  the study.
Participant Background Information:
The personal information that is asked o f  you at the beginning o f  the diary (e.g. age, sex) is to ensure 
that we obtain participants from a range o f  backgrounds.
Signed:
(Please put a cross in the box at the end to represent your signature if you are signing electronically) 
Date:
If you would like a copy o f  the research findings please put a eross in this box;
Please provide your email address for the follow up questionnaire (and also a copy o f  the 
research findings if  you have ticked the box):
Name o f  researcher: MICHELLE MCGRATH 
Date:
Signed: ^
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If you become concerned during completion of the  diary, or a t any point after participating in the 
study, and you feel you may be experiencing emotional stress as a result of your participation in 
the  study, the  resources listed below may be able to  offer you some help and guidance with this 
concern:
The NHS website offers advice and support for both emotional health in general and emotional health 
in the workplace (see the two web links below)
http://www.nhs.uk/livewell/emotionalhealth/pages/emotionalhealthhome.aspx
http://www.nhs.uk/Search/Pages/HealthExplorer.aspx?q=Stress+at+work&qID=2162#/tab~2162~ter 
m ~2162~historv~0
Mind are an organization that can help people to take control o f  their mental health, including 
emotional well-being, and offer advice and help lines to suit your needs 
http://www.mind.org.uk/help/advice lines
DirectGov is a Government website that offers various links to advice centres regarding all aspects o f  
employment, including emotional stress and mental wellbeing 
http://www.direct.gov.uk/en/Emplovment/ResolvingWorkplaceDisputes/index.htm
The Helpguide website offers practical advice to help with emotional stress both at home and at work 
http://www.helpguide.org/toolkit/emotional health.htm
The Samaritans also offer advice on your emotional health both at home and at work 
http://www.samaritans.org/vour emotional health.aspx
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Your experiences of the daily diary study
(To be completed at the end o f  the 10 days o f the study)
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1. How did you find the process of completing the diary? (including ease of completion, 
compliance with the daily aspect etc)
2. Did you have any difficulties with completing the diary? If yes, what were they?
3. Was there anything about your emotions, or your organization that you felt was missed 
in the diary?
4. Did you find completing the diary useful?
5. On average how long did it take you to complete the diary each day?
6. Any other comments?
Thank you very much for your time and participation
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Daily Diary
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Participant No:
A daily diary study investigating the role of emotion, causal attributions, 
and psychological contracts in the workplace
**W eekl**
Researcher: Michelle McGrath 
m.mcgrath@surrev.ac.uk
Supervisor: Lynne Millward
l.millward-purvis@surrev.ac.uk
All answers are completely confidential and they will not be passed on for any reason. 
Thank you very much for your time and participation.
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Contents:
WEEK 1:
• Instructions
• Personal details (Age, gender, job title, length of tenure etc)
Monday: Section 1 : What emotions have you felt today?
Section 2: Measure of attributions 
Section 3 : Your organizational relationship
Tuesday: Section 2: What emotions have you felt today?
Section 3: Measure of attributions 
Section 4: Your organizational relationship
Wednesday: Section 2: What emotions have you felt today?
Section 3: Measure of attributions 
Section 4: Your organizational relationship
Thursday: Section 2: What emotions have you felt today?
Section 3 : Measure of attributions 
Section 4: Your organizational relationship
Friday: Section 2: What emotions have you felt today?
Section 3: Measure of attributions 
Section 4: Your organizational relationship
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Instructions
These instructions are divided into two sections; the first explains some of the terms used 
throughout the diary, and the second gives a general description of how to complete the diary.
Section 1 - Terminology
The diary is designed to capture various factors, including emotions and the relationship you 
feel you have with your organisation. Below are some definitions of specific terms that will 
be used throughout the diary:
‘Organization’ refers to either the institution, or eompany, that you are working for. Throughout the 
diary there is also referenee to people acting on behalf of the organization (such as line managers). 
‘Emotion’ refers here to words you would use to describe the way you were feeling during the 
working day (such as happiness or anger)
‘Causal attributions’ refers here to your impressions, or opinions, regarding the personal 
control you feel you have over your working environment, or working life.
Section 2 -  Completing the diary
Throughout the diary you will either be required to put a eross (x) in the box which most 
closely refleets your opinion or feeling on that partieular day.
The diary must be completed at the end of each working day over a two week period 
(excluding weekends, therefore 10 days in total).
> At the beginning of the first weeks diary you will be asked questions relating to 
personal details (such as age and gender), this section will not be found in the second 
week’s diary.
> What is included every day? There are three sets of questions asked of you every day: 
firstly, questions relating to the emotions felt throughout the day, secondly, your causal 
attributions and finally, your relationship with the organization
> At the end of the second week’s diary you will also be asked to fill out a feedback form 
on your experiences of completing the diary study.
The diary should take around 5-10 minutes to eomplete on day 1, and around 4-5 minutes to 
complete on days 2-10. The feedback form should take 4-5 minutes to eomplete.
Please see diary attachment to complete your diary entry for today.
If you have any problems or questions whilst filling out the diary please contact the principal 
researcher (Michelle) anytime at m.megrath@surrey.ac.uk
Thank you for your participation, it is much appreciated.
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Personal Details:
1. Sex: (Please put a cross (x) next to the appropriate choice)
Male
Female
2. Age:
3. How long have you been working for your current employer?
4. What is your profession/occupation?
5. What is your job title?
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Section 1: What Emotions have you felt today?
**Please think about the emotions you have felt during the day (TODAY only)**
>  Rate the following emotions on the extent that you felt them TODAY by 
putting a cross (x) in the box relating to the most representative number:
Not at all An intense amount
1 2 3 4 5 6 7
Happiness
Anxiety
Anger
Enthusiasm
Optimism
Irritation
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tie items written below concern your impressions, or opinions, relating to the amount 
' personal control you feel you (or others) have over your working environment, or 
orking life. 
ir each question please put a cross (x) in the box indicating the number that you feel 
fleets your answer most closely.
tie level of control you feel:
That reflects an aspect of yourself
9 8 7 6  5 4 3  2 1
Reflects an aspect of the 
Situation
Manageable by you Not manageable by you
Temporary Permanent
You can regulate You cannot regulate
Over which others have control Over which others have no control
Inside of you Outside of your control
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Stable over time Variable over time
Under the power of other people Not under the power of other people
Something about you Something about others
Over which you have power Over which you have no power
Unchangeable Changeable
Other people can regulate Other people cannot regulate
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Section 3: Your Organizational Relationship
**Please think about the relationship you have had with your organization TODAY**
Put a cross (x) in the box which corresponds to the extent you agree or 
disagree with each of the following statements:
1 .1 work only the hours set out in my contract and no more
Completely disagree Slightly disagree Neither agree or 
disagree
Slightly agree Completely agree
2. My commitment to the organization is defined by my contract
Completely disagree Slightly disagree Neither agree or 
disagree
Slightly agree Completely agree
3 .1 expect to grow in this organization
Completely disagree Slightly disagree Neither agree or 
disagree
Slightly agree Completely agree
4. My loyalty to the organization is contract specific
Completely disagree Slightly disagree Neither agree or 
disagree
Slightly agree Completely agree
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5 .1 feel a part of a team in this organization
Completely disagree Slightly disagree Neither agree or 
disagree
Slightly agree Completely agree
6 .1 have a reasonable chance of promotion if I work hard
Completely disagree Slightly disagree Neither agree or 
disagree
Slightly agree Completely agree
7. To me working for this organization is like being a member of a family
Completely disagree Slightly disagree Neither agree or 
disagree
Slightly agree Completely agree
8. The organization develops/rewards employees who work hard and exert themselves
Completely disagree Slightly disagree Neither agree or 
disagree
Slightly agree Completely agree
9 .1 prefer to work a strictly defined set of working hours
Completely disagree Slightly disagree Neither agree or 
disagree
Slightly agree Completely agree
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10.1 expect to gain a promotion in this company with length of service and effort to achieve goals
Completely disagree Slightly disagree Neither agree or 
disagree
Slightly agree Completely agree
11.1 only carry out what is necessary to get the job done
Completely disagree Slightly disagree Neither agree or 
disagree
Slightly agree Completely agree
12.1 do not identify with the organizations goals
Completely disagree Slightly disagree Neither agree or 
disagree
Slightly agree Completely agree
13.1 work to achieve the purely short-term goals of my job
Completely disagree Slightly disagree Neither agree or 
disagree
Slightly agree Completely agree
14.1 feel the company reciprocates the effort put in by its employees
Completely disagree Slightly disagree Neither agree or 
disagree
Slightly agree Completely agree
15. My career path is clearly mapped out
Completely disagree Slightly disagree Neither agree or 
disagree
Slightly agree Completely agree
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Completely disagree Slightly disagree Neither agree or 
disagree
Slightly agree Completely agree
17.1 am motivated to contribute 100 per cent to this eompany in return for future employment benefits
Completely disagree Slightly disagree Neither agree or 
disagree
Slightly agree Completely agree
18. It is important to be flexible and work irregular hours if necessary
Completely disagree Slightly disagree Neither agree or 
disagree
Slightly agree Completely agree
** Thank you, your diary entry is completed for today. Please email back to 
m.mcgrath@surrey.ac.uk**
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A daily diary study investigating the role of emotion, causal attributions, and 
psychological contracts in the vyorkplace
I am a research student at the University of Surrey and I am currently conducting some 
psychological research into people in their places of work.
The research is looking at the emotions you feel throughout the day, the control you feel you 
have over your working life, and the relationship you feel you have with your organisation. 
Your role in the research would be to complete a diary at the end of each working day (for 10 
days) with regards to the areas mentioned above.
The majority of the diary involves answering questions by rating how much you agree, or 
disagree, with the comments. All of the questions will be in relation to the areas mentioned 
above.
The diary will take approximately 5-10 minutes to complete on day 1 and approximately 4-5 
minutes to complete on the remainder of the days. You would be required to do this on 10 
consecutive working days.
All the information provided will be kept completely confidential and will not be used for 
any purpose other than this research. You are however free to withdraw from the research at 
any time.
If you have any questions during the study you can contact the following people at any point:
The researcher: Michelle McGrath on m.mcgrath@siirrev.ac.uk or 07876440806
The research supervisor: Dr Lynne Millward on l.millward-purvis@surrey.ac.uk or 01483 
689442
If you would like to take part in this research please contact the researcher on the email 
address above.
Thank you in advance for your help. 
Regards,
Michelle McGrath
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Consent Form:
A daily diary study investigating the role of emotion, causal attributions, and 
psychological contracts in the yyorkplace
I the undersigned voluntarily agree to take part in the study on emotions, attributions and 
psychological contracts in the workplace.
• I have read and understood the Information Sheet provided. I have been given a full explanation 
by the investigators of the nature, purpose, location and likely duration of the study, and of what I 
will be expected to do. I have been given the opportunity to ask questions on all aspects of the 
study and have understood the advice and information given as a result.
• I agree to comply with any instmction given to me during the study and to co-operate fully with 
the investigators. I shall inform them immediately if I suffer any deterioration of any kind in my 
health or well-being.
• I consent to the data I provide being used in this and any related research; however I understand 
that the information I provide is confidential and that no information will be disclosed in the study 
output, to any third party or in any published data that could lead to my identification. I 
understand that all personal data relating to volunteers is held and processed in the strictest 
confidence, and in accordance with the Data Protection Act (1998).
• I understand that I am free to withdraw from the study at any time without needing to justify my 
decision and without prejudice.
• I confirm that I have read and understood the above and freely consent to participating in this 
study. I have been given adequate time to consider my participation and agree to comply with the 
instmctions and restrictions of the study.
Participant Background Information:
The personal information that is asked of you at the beginning of the diaiy (e.g. age, sex) is to ensure
that we obtain participants from a range of backgrounds.
Signed:
(Please put a cross in the box at the end to represent your signature if you are signing electronically) 
Date:
If you would like a copy of the research findings please put a cross in this box:
Please provide your email address for the follow up questionnaire (and also a copy of the 
research findings if you have ticked the box):
Name of researcher: MICHELLE MCGRATH Signed:
Date:
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If you become concerned during completion of the  diary, or a t any point after participating in the 
study, and you feel you may be experiencing emotional stress as a result of your participation in 
the study, the  resources listed below may be able to  offer you some help and guidance with this 
concern:
The NHS website offers advice and support for both emotional health in general and emotional health 
in the workplace (see the two web links below)
http://www.nhs.uk/livewell/emotionalhealth/na2es/emotionalhealthhome .aspx
http://www.nhs.uk/Search/Pages/HealthExplorer.aspx?q=Stress+at+work&qID=2162#/tab~2162~ter 
m~2162~historv~0
Mind are an organization that can help people to take control of their mental health, including 
emotional well-being, and offer advice and help lines to suit your needs 
http://www.mind.org.uk/help/advice lines
DirectGov is a Government website that offers various links to advice eentres regarding all aspects of 
employment, including emotional stress and mental wellbeing 
http://www.direct.gov.uk/en/Emplovment/ResolvingWorkplaceDisputes/index.htm
The Helpguide website offers practical advice to help with emotional stress both at home and at work 
http://www.helpguide.org/toolkit/emotional health.htm
The Samaritans also offer advice on your emotional health both at home and at work 
http://www.samaritans.org/vour emotional health.aspx
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Your experiences of the daily diary study
(To be completed at the end o f  the 10 days o f the study)
1. How did you find the process of completing the diary? (including ease of completion, 
compliance with the daily aspect etc)
UNIVERSITY OF
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2. Did you have any difficulties with completing the diary? If yes, what were they?
3. Was there anything about your emotions, control, or your organization that you felt was 
missed in the diary?
4. Did you find completing the diary useful?
5. On average how long did it take you to complete the diary each day?
6. Any other comments?
Thank you very much for your time and participation
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Email template for recruitment
Dear
I am a research student at the University of Surrey and I am currently conducting some 
psychological research which takes an in-depth look at how employees think about and make 
sense of the relationship with their organization and their emotions at work.
Your role would be to take part in a face-to-face or telephone interview which will take 
approximately 45 minutes (although some have been significantly shorter). The interviews 
will be recorded to allow the researcher to recall specific discussions during the interview. In 
addition to this a brief (5 minute) follow up questionnaire will be sent to you to see if taking 
part in the research has changed the understanding you have of your emotions, whilst at 
work. All the information provided will be kept completely confidential and will not be used 
for any purpose other than this research.
This study has received a favourable ethical opinion from the University of Surrey Ethics 
Committee.
If you are interested in taking part in this research please reply to this email. I will then send 
you an information sheet with further details of the study.
Your participation would be much appreciated. If you know of any other full-time workers 
who may be interested in taking part in this research please pass on this information to them.
Thank you, I look forward to hearing from you.
Michelle McGrath
******************************************************
PhD Researcher in Occupational Psychology 
Department of Psychology 
University of Surrey 
m.mcgrath@surrev.ac.uk
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Advert template for recruitment
To all full-time workers,
I am a research student at the University of Surrey and I am currently conducting some 
psychological research which takes an in-depth look at how employees think about, and make 
sense of, the relationship with their organization and their emotions at work. Please note that 
only full-time workers and those who work for an organization (i.e., are not self employed) 
can take part in this study.
Your role would be to take part in a face-to-face or telephone interview which will take 
approximately 45 minutes (although some have been significantly shorter). The interviews 
will be recorded to allow the researcher to recall specific discussions during the interview. In 
addition to this a brief (5 minute) follow up questionnaire will be sent to you to see if taking 
part in the research has changed the understanding you have of your emotions, whilst at 
work. All the information provided will be kept completely confidential and will not be used 
for any purpose other than this research.
This study has received a favourable ethical opinion from the University of Surrey Ethics 
Committee.
If you are interested in taking part in this research please email Michelle (the principal 
investigator) at m.mcgrath@surrey.ac.uk. I can then send you an information sheet with 
further details of the study.
Your participation would be much appreciated. If you know of any other full-time workers 
who may be interested in taking part in this research please pass on this information to them.
Thank you, I look forward to hearing from you.
Regards,
Michelle McGrath
******************************************************
PhD Researcher in Occupational Psychology 
Department of Psychology 
University of Surrey 
m.mcgrath@surrey.ac.uk
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An in-depth investigation into how employees make sense of emotions and the 
employment relationship in the workplace
I am a research student at the University of Surrey conducting some psychological research into 
people in their places of work.
The research will take an in-depth look at how employees think about and make sense of their 
relationship with the organization and how this links to various aspects of working life; such as the 
emotions you feel. Understanding these links will help us to inform employers and employees with 
more specific ways to generate environments which are positive for everyone.
Your role in the research would be to take part in a face-to-face or telephone interview, dependent on 
which is more convenient, regarding the areas mentioned above. Interviews will be arranged at 
convenient time and place between you and the researcher. In addition to this a brief (5 minute) 
follow up questionnaire will be sent to you to see if taking part in the research has changed the 
understanding you have of your emotions, whilst at work.
The interview will involve you recalling a time at work when a promise you felt you were made by 
your organization was broken, or exceeded, and discussing your reactions to this incident. The 
interview will take approximately 45minutes. Whether the interview is carried out face-to-face or 
over the telephone, only you and the interviewer would be present at the time, and able to hear the 
conversation. The interviews will be recorded to allow the researcher to recall specific discussions 
during the interview.
All the information provided will be kept completely confidential and will not be used for any 
purpose other than this research. You are however free to withdraw from the research at any time 
without having to give a reason. If for any reason you become concerned when recalling emotional 
responses, and you feel you may be experiencing some degree of emotional stress as a result of your 
participation in the study, a list of potential resources to offer help is attached to the consent form.
If you have any questions or concerns about the research, or any complaints about any aspects of the 
way you have been treated during the course of the study; you can contact Michelle McGrath, 
Principal Investigator on m.mcgrath@surrey.ac.uk or contact my research supervisor. Dr Lynne 
Millward on l.millward-Purvis@surrey.ac.uk or 01483 689442.
This study has received a favourable ethical opinion from the University of Surrey Ethics Committee.
If you would like to take part in this research please read and sign the consent form (this can be done 
electronically if required). You are also given the option on the consent form to receive a copy of the 
research findings.
Thank you in advance for your help.
Regards,
Michelle McGrath (Principal Investigator)
Research supervisor: Dr Lynne Millward. Email: l.millward-purvis@surrey.ac.uk or Tel: 01483 
689442
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Consent Form:
I the undersigned voluntarily agree to take part in the study on emotions in the workplace.
I have read and understood the Information Sheet provided. I have been given a full explanation 
by the investigators of the nature, purpose, location and likely duration of the study, and of what I 
will be expected to do. I have been given the opportunity to ask questions on all aspects of the 
study and have understood the advice and information given as a result.
I agree to comply with any instruction given to me during the study and to co-operate fully with 
the investigators. I shall inform them immediately if I suffer any deterioration of any kind in my 
health or well-being.
I consent to the data I provide being used in this and any related research; however I understand 
that the information I provide (including my voice recorded interview) is confidential and that no 
information will be disclosed in the study output, to any third party or in any published data that 
could lead to my identification. I understand that all personal data relating to volunteers is held 
and processed in the strictest confidence, and in accordance with the Data Protection Act (1998).
I understand that I am free to withdraw from the study at any time without needing to justify my 
decision and without prejudice.
I confirm that I have read and understood the above and freely consent to participating in this 
study. I have been given adequate time to consider my participation and agree to comply with the 
instructions and restrictions of the study.
Name:
Age:
Job title:
Length of tenure with current organization:
Signed:
(Please put a cross in the box at the end to represent your signature if you are signing electronically)
Date:
If you would like a copy of the research findings please put a cross in this box:
Please provide your email address for the follow up questionnaire (and also a copy of the 
research findings if you have ticked the box):
Name of researcher: MICHELLE MCGRATH Signed: ^
Date:
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If you become concerned during the  interview, or a t any point after participating in the  study, and 
you feel you may be experiencing emotional stress as a result of your participation in the  study, 
the  resources listed below may be able to  offer you some help and guidance with this concern:
The NHS website offers advice and support for both emotional health in general and emotional health 
in the workplace (see the two web links below)
http://www.nhs.uk/livewell/emotionalhealth/pages/emotionalhealthhome.aspx
http://www.nhs.uk/Search/Pages/HealthExplorer.aspx?q=Stress+at+work&qID=2162#/tab~2162~ter 
m~2162~historv~0
Mind are an organization that can help people to take control of their mental health, including 
emotional well-being, and offer advice and help lines to suit your needs
http://www.mind.org.uk/help/advice lines
DirectGov is a Government website that offers various links to advice centers regarding all aspects of 
employment, including emotional stress and mental wellbeing
http://www.direct.gov.uk/en/Emplovment/ResolvingWorkplaceDisputes/index.htm
The Helpguide website offers practical advice to help with emotional stress both at home and at work 
http://www.helpguide.org/toolkit/emotional health.htm
The Samaritans also offer advice on your emotional health both at home and at work 
http://www.samaritans.org/vour emotional health.aspx
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Follow-up Questionnaire to: An in-depth Investigation into how employees make sense 
of emotions and the employment relationship in the workplace
1. Did taking part in this study change the way you thought about your emotions whilst 
at work? (If yes, in which ways did it do this?; If ‘no’ please go to Qu 3)
2. If you answered ‘yes’ to question 1 - How have you dealt with this new understanding 
of emotions whilst at work?
3. Has completing this study highlighted any areas of work (such as your emotions, or 
the promises/obligations you expect from your organization) which you are unhappy 
with? (If ‘yes’ which areas are you unhappy with? If ‘no’ please go to Qu 5)
If you answered ‘yes’ to question 3 -  Do you feel you are able to deal with these areas 
you are unhappy with? (If ‘yes’ how are you dealing with it? Please see ‘Note’ below 
if you have answered ‘no’ to this question)
5. Has completing this study highlighted any areas of work (such as your emotions, the 
promises/obligations you expect from your organization) which you are happy with? 
(If ‘yes’ which areas are you happy with?)
Thank you very much for your time in completing this follow-up questionnaire 
and also for you participation in the interviews. Your help with this research is 
greatly appreciated.
If you have any further questions or concerns about the research, or any complaints about any 
aspects of the way you have been treated during the course of the study; you can contact 
Michelle McGrath, Principal Investigator on m.mcgrath@surrey.ac.uk or contact my research 
supervisor. Dr Lynne Millward on L.Millward-Purvis@surrey.ac.uk or 01483 689442.
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N ote:
If you feel th a t  yo u r partic ipa tion  in th e  s tu d y  has resu lted  in any  feelings o f em o tiona l 
stre ss, o r you a re  u n happy  w ith  an  a re a  o f w ork  rela ting  to  you r partic ipa tion  in th is  
study , an d  you w ould  like to  ad d re ss  th e s e  issues, th e  resou rces listed  be low  m ay be  ab le  
to  offer you so m e help  and  gu idance  w ith  th is  concern :
The NHS website offers advice and support for both emotional health in general and 
emotional health in the workplace (see the two web links below) 
http://www.nhs.uk/livewell/emotionalhealth/pages/emotionalhealthhome.aspx
http://www.nhs.uk/Search/Pages/HealthExplorer.aspx?q=Stress+at+work&qID=2162#/tab~2 
162~term~2162~historv~0
Mind are an organization that can help people to take control of their mental health, including 
emotional well-being, and offer advice and help lines to suit your needs 
http://www.mind.org.uk/help/advice lines
DirectGov is a Government website that offers various links to advice centers regarding all 
aspects of employment, including emotional stress and mental wellbeing 
http://www.direct.gov.uk/en/Emplovment/ResolvingWorkplaceDisputes/index.htm
The Helpguide website offers practical advice to help with emotional stress both at home and 
at work
http://www.helpguide.org/toolkit/emotional health.htm
The Samaritans also offer advice on your emotional health both at home and at work 
http://www.samaritans.org/vour emotional health.aspx
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Interview Guide
Introductions and thanks for participating in the study.
Reminders:
>  The interview will be taped and all details and discussions will be kept confidential 
and all data used for research purposes will be anonymised.
>  Participation is entirely voluntary and that they can withdraw at any time.
>  The interview will look at emotions at work and the relationships you have with the 
organization.
kipening questionsi:_______________________________________________________________
EXPL: Think about your organization and your relationship with them. For example; you 
may expect things from them; they may expect things from you; you may think they behave a 
certain way towards you; you may behave a certain way towards them. These may or may not 
have been openly discussed between you but you feel they are there none the less. There can 
also be many other things that make up how you see the relationship with your organization, 
these are just some examples.
■ In your own words; how would you describe the relationship you have with your 
organization in general?
o Potential probe: Why do you think this it?
EXPL: Thinking about the emotions that you have at work, this can include any kind of 
emotion. They can be positive, or negative, or neutral; any kind o f emotion that you feel in 
the workplace.
■ Are there any kinds of emotions that you generally feel when you are at work?
o Potential probe: Why do you think this is?
Comment [01]: The purpose 
of these questions Is twofold; 
firstly, they are Included to offer 
an unlntlmldating and relatively 
easy first question for the 
participant to answer, to 
encourage them to feel at ease 
about the Interview process. 
Secondly, the organizational 
relationship question In particular 
Is there to offer the context with 
which to conceptualise the 
participants relationship with the 
organization as either 
transactional or relational.
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Main Questions (and probes’);
Thinking about your organization again and the relationship you have with them; there may 
be multiple promises between you and the organization. These promises may have been 
talked about openly, or they may have been implied through some behaviour towards you, or 
towards other employees.
Exceeded promises 
Ask each participant:
Can you give m e an exam ple of w hen  you felt your organization had m ade a 
particular prom ise to  you and  w hen  th ey  carried o u t th a t  prom ise th e y  w en t 
beyond w h at you th o u g h t th e y  w ould, th ey  exceeded  th e  prom ise th a t you w ere  
expecting.
1) [ÜÔyvj did you feel emotionally when this happened? -  Wbat emotions did 
you feel?
o Probe: Why?
o Probe: How long did this feeling last? -  Why do you think this was?
o Probe: How, if  at all, was this feeling different from the way you felt 
before they had exceeded in the promise?
o Probe: How, if  at all, were your emotions linked to the way you felt 
about the organization?
2) Did this exceeded promise bave any effect on the way you felt about the 
organization/tbe relationship you bad with them?
o Probe: If so/if not - Why was this?
o Probe: What, if  any, influence did the emotion you experienced 
influence this change/maintenance of your feelings about the 
relationship?
o Probe: If you felt your relationship had changed was this change long 
lasting or did you revert back to your original relationship quickly?
3) How would you describe your relationship with your organization after 
this event?
o Probe: How, if  at all, has the relationship you described influenced the 
way you felt, your emotions?
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relate to the aim of the study; in 
this instance how the emotions 
felt after experiencing an 
exceeded promise are made sense 
of In relation to the employment 
relationship.
Appendix K
Interview Guide with Data Mapping
T  UNIVERSITY OF
^ SURREY
Broken promises 
Ask each participant:
Can you give m e an exam ple of w hen  you fe lt your organization had m ade a 
particular prom ise to  you and th e n  e ith e r failed to  carry ou t th e  prom ise a t all, o r if 
they  did carry o u t th e  prom ise th ey  did n o t fulfil everything th a t  you th o u g h t th ey  
w ould. They broke a prom ise th ey  m ade to  you.
4) klowl did you feel emotionally when this happened? -  What emotions did 
you feel?
o Probe: Why?
o Probe: How long did this feeling last? -  Why do you think this was?
o Probe: How, if  at all, was this feeling different from the way you felt 
before they had exceeded in the promise?
o Probe: How, if  at all, were your emotions linked to the way you felt 
about the organization?
5) Did this exceeded promise have any effect on the way you felt about the 
organization/the relationship you had with them?
o Probe: If so/if not - Why was this?
o Probe: What, if any, influence did the emotion you experienced 
influence this change/maintenance o f your feelings about the 
relationship?
o Probe: If you felt your relationship had changed was this change long 
lasting or did you revert back to your original relationship quickly?
6) How would you describe your relationship with your organization after 
this event?
o Probe: How, if  at all, has the relationship you described influenced the 
way you felt, your emotions?
Comment [03]: Questions 4-6 
: relate to the aim of the study; in 
this Instance how the emotions 
felt after experiencing a broken 
promise are made sense of In 
relation to the employment 
relationship.
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7) [Are |your emotions something you are aware of when at work?________________
o Probe: How, if  at all, do they influence the way you understand yours 
and your organizations role in your relationship to one another?
o Probe: Are your emotions something you openly express? If so/if not - 
Why?
Comment [04]: Question 7 -  
thls will address the aim of the 
study in more general terms; how 
for example are emotions and the 
employment relationship made 
sense of outside of the promise 
context of the previous questions.
Is there anything that we have discussed, or mentioned throughout the interview that 
you would like to discuss in more detail?
We have reached the end of the interview; I would like to thank you very much for your time 
and participation in this research, it is very much appreciated.
Do you have any questions?
Should you have any questions about the research or your participation in the study at a later 
date please refer to the contact details on the information sheet provided to you. Also, if  you 
have any concerns about anything we have discussed today the list o f organizations given to 
you, when you signed your consent form, may be able to help you with these concerns.
Also, I will be sending you a follow-up questionnaire in seven days time to the email address 
you provided on your consent form.
Thank you again for your time and participation.
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